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ARTICLE I 
Preamble 
In order to effectuate the provisions of the Public Employees Fair Employment act of the State 
of New York (Chapter 392 of the laws of 1967) and to work toward the goal of encouraging and 
increasing effective and harmonious working relationships between the Groton Central School District 
and its professional employees represented by the Groton Faculty Association (hereinafter referred to 
as the "Association") and to enable the professional employees more fully to participate in and 
contribute to the development of local policies for the school district as they pertain to the terms and 
conditions of employment of teachers, this agreement: 
WITNESSETH: 
WHEREAS, the Groton Central School District and the Association recognize and declare that 
providing a quality education for the children of Groton, New York, is their primary mutual aim and 
responsibility and the character of such education depends predominantly upon the quality and morale 
of the professional staff. 
WHEREAS, the members of the teaching profession are particularly qualified to assist in 
developing educational programs designed to improve educational standards, and 
WHEREAS, the Groton Central School District has a statutory obligation to the Public 
Employees Fair Employment Act to negotiate with the Association as the representative of its teaching 
personnel with respect to hours, wages, and terms and conditions of employment. 
IT IS HEREBY AGREED AS FOLLOWS: 
ARTICLE II 
Recognition 
A. Nature and Terms - The Board of Education of the Groton Central School District, having 
determined that the Groton Faculty Association is supported by a majority of the employees in a 
unit composed of all employees of said district, professionally certified by the Department of 
Education of the State of New York, (or occupying positions for which such professional 
certification is normally required) except the Superintendent and members of the Groton 
Administrators' Association, hereby recognizes the Groton Faculty Association as the exclusive 
representative of the employees in such unit for the purpose of negotiations regarding wages, 
hours, and terms and conditions of employment and in the settlement of grievances and for all 
employment and in the settlement of grievances and for all other lawful purposes under the laws 
of the State of New York. 
B. Dues Deduction - This school district agrees to the principal of the check off of Association dues 
in amounts to be determined by the Association in accordance with form and procedures as 
agreed to by the Groton Faculty Association and the Board of Education. The School District 
agrees that the privilege of the check off will not be extended to any other organization for this 
Negotiating Unit. 
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C. Full-Year Substitutes - A certified substitute teacher who receives an appointment to serve a full 
school year or more shall be considered a member of the bargaining unit and shall be evaluated in 
the same manner as a non-tenured teacher. 
ARTICLE III 
Definitions 
Administration - The Superintendent and members of the Groton Administrators' Association who are 
not in the negotiating unit represented by the Association. 
Association - The Groton Faculty Association. 
Board - The Board of Education of the Groton Central School District, sometimes also referred to as 
the School Board. 
Building Representatives - The duly designated representative of the Groton Faculty Association for 
each school building. 
Chief Executive Officer - The Superintendent of the Groton Central School District. 
Negotiating Unit - The group of employees of the Groton Central School District represented by the 
Association and consisting of all professional certified employees and all non-certified employees 
filling positions for which certification by the New York State Education Department is normally 
required, except the Superintendent and members of the Groton Administrators' Association. This unit 
is sometimes referred to as the "Faculty Unit." 
Teacher - All employees of the Groton Central School District in the employer-employee negotiating 
unit represented by the Association, except where otherwise specifically provided. 
ARTICLE IV 
Rights Of The Association 
A. Association Use of Building - The Association and its representatives will have the right to use 
school buildings including its offices (as per item D) without cost, at reasonable times of any day 
or evening, for its meetings and other business, provided that such use will not conflict with 
previously scheduled school events or assigned teacher duties. As least one day prior notification 
will be given to the Building Principal whenever possible. 
B. Association Use of Bulletin Board - The Association shall be furnished with one bulletin board 
in each staff room of each school building for the posting of notices of its activities and matters 
of Association concern. 
C. Association Use of Mailboxes and Interschool Mail - The Association shall have the right to 
make reasonable use of the teachers' mailboxes and interschool mail for official communications 
to teachers. 
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D. Association Office and Telephone - When such building space is available, the Association 
shall be supplied, without cost, an office to be mutually agreed upon by the Association President 
and the Building Principal. The Association may choose to install and pay for its own telephone. 
E. Association Use of School Equipment - The Association will be allowed to use the 
mimeograph, ditto, photocopier, printing services, and audiovisual equipment belonging to the 
school district without charge, except for paper and ink supplies and photocopies. 
F. Transaction of Association Business - Association officers and committee members shall be 
permitted to transact official business on school property, provided that such transactions shall 
not interfere with or interrupt normal school operations. 
G. Freedom From Reprisals - The Board hereby agrees that every teacher shall have the right to 
freely organize, join, and support the Association for activities for mutual aid and protections. 
As a duly elected body exercising governmental power under the law of the State of New York, 
the Board undertakes and agrees that it will not discriminate against any teacher with respect to 
hours, wages, or any terms or conditions of employment by reason of his membership or non-
membership in the Association, his participation in any activities of the Association, or collective 
negotiations with the Board, or the institution of any grievance, complaint or proceeding under 
this agreement or otherwise with respect to any terms or conditions of employment. The Board 
further agrees that it will not directly or indirectly discourage or deprive or coerce any teacher in 
the enjoyment of any rights conferred by the laws of the Constitution of New York State and the 
United States. 
H. Board Meetings - A copy of the agenda for each Board meeting (and any attached documents) 
will be given to the President of the Association as soon as prepared prior to each Board meeting. 
Approved minutes of the Board meetings will be transmitted to the Association as soon as 
possible following each meeting, normally within two weeks after board approval. Officers of 
the Association or their representatives shall have the right to address the Board during the public 
portion of the meeting, as per Board policy. 
I. Copies of Contract - The Board and the Association agree to split the cost of producing 
sufficient copies for all members of the Administration and the Association. 
J. Conformity to Law - The parties hereto shall comply with all provisions of this Agreement, 
unless and until any provisions are held to be contrary to law by the Court of Appeals of the State 
of New York or any lower court. In the event any provision hereof is so held to be unlawful, the 
remaining provisions of this Agreement shall remain in effect and the parties hereto shall meet 
forthwith for the purposes of modifying the same to conform with law, and/or negotiating 
provisions in lieu thereof. (Should the parties fail to agree upon such modification provisions, 
the matter may be settled in accordance with the contract.) 
K. Association Leave Time - The Association President shall have up to three (3) days of paid leave 
per school year to conduct GFA / school related business. School related business shall not 
include the processing of grievances or arbitrations. 
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ARTICLE V 
Negotiation Procedure 
A. Time and Scope of Negotiations - Prior to January 1 in the final year of this agreement, the 
District and the Association agree to set a date to meet to discuss negotiations for a successor 
collective bargaining agreement. At this meeting, the District and the Association shall mutually 
agree on the manner by which negotiations shall be conducted and the date for the first 
bargaining session. 
The parties agree to enter into collective negotiations in accordance with the procedures set forth 
in a good faith effort to reach agreement on all matters raised by either party concerning the 
terms and conditions of teachers' employment. Such negotiations and the phrase "terms and 
conditions of employment" shall be deemed to include all areas covered by this agreement and all 
other matters of mutual concern in the operation of the school system. Any agreement so 
negotiated shall apply to all members of the employer-employee unit represented by the 
Association, be reduced to writing, and be signed by the Board and the Association. 
B. Availability of Budgetary and Statistical Information - During negotiations, the Board and the 
Association will present relevant data, exchange points of view, and make proposals and counter 
proposals. As soon as available, upon written request, the Board will provide the Association 
with a complete tentative budget, and/or the individual items contained therein, for the next fiscal 
year as well as preliminary budgetary proposals (preliminary budget is one that is tentatively 
adopted by the Board of Education to present to the public), requirements and allocations. The 
Board will also make available to the Association for inspection appropriate records, data, and 
information of the Groton Central School District upon written request. Either party may, if it so 
desires, utilize the services of outside consultants and may call upon professional and lay 
representatives to assist in the negotiations. 
C. Appeal to Public Employment Relations Board - In the event that the parties have not reached 
agreement by 120 days prior to the end of fiscal year (March 1), or in the event that either party 
fails or refuses to negotiate, then either party may declare negotiations at an impasse and seek the 
assistance of the New York State Public Employment Relations Board. 
D. Processing of Matters Not Specified - In matters not covered by this agreement, the Board will 
not adopt or change any policy which affects wages, hours, or other terms and/or conditions of 
employment of any of the employees in the unit represented by the Association unless it shall 
first notify in writing the Association of the proposed change. The Association shall then have 
the right to negotiate such items with the Board by indicating a desire to do so within five (5) 
school days of the date of receipt of notice of proposed changes. 
E. Negotiations With Other Organizations Prohibited - The Board agrees not to negotiate with any 
employee group or organization other than the Association in regard to wages, hours, the terms or 
conditions of employment of employees in the unit represented by the Association, or any topic 
affecting said employees during the terms of this agreement. 
F. Development of New Programs - The Board agrees to involve members of the Collective 
Bargaining Unit in the development of new programs. The Board shall have the right to involve 
such other staff members as it may deem fit in the development of such programs. The 
Association shall have the right to initiate discussions in connection with the development of any 
new programs which it desires to seek for the Groton Central School District. 
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G. Balancing Requirements and Resources - The Board and Association agree that agreements 
negotiated between them must reflect a mutually acceptable balance between adequate staffing, 
facilities, and resources available for education in Groton, as well as sound and competitive wage 
scales for employees of the school district. 
H. Management Rights Clause - The Board of Education shall retain all rights and prerogatives 
which are consistent with this agreement, its purposes, and the Taylor Law. 
ARTICLE VI 
Teacher-Administration Liaison 
A. Educational Program Committee - An Educational Program Committee cooperatively selected 
by the Superintendent and the Association president, representative of all areas within the 
elementary, middle, and high schools, shall meet with the Superintendent when requested by 
either party during the school year to review and discuss current school programs and practices, 
common goals and programs, long term plans, strategy and philosophy of education. 
B. Development and Implementation of Curriculum and Related Educational Programs - The 
professional staff is, and should continue to be, a major source of development and innovations in 
improving the educational programs carried on in the public schools. It is important for the 
professional staff to participate in the overall coordination of studies, projects, and other activities 
directed toward the development, improvement, and implementation of such programs; toward 
the evaluation of existing programs; toward research in devising, testing, and introduction of new 
programs; and toward research in pertinent educational and related areas. It is the purpose of the 
parties hereto, not to discourage, limit, or prohibit educational innovation or experimentation, but 
to stimulate and secure better educational programs and to assure that all interested persons shall 
have adequate opportunity to contribute to and be heard in connection with such improvement. 
C. Teacher Consultation on Building Programs - In formulating designs and plans for the 
construction of new buildings and/or major alteration of existing school facilities, the Board, the 
Administration, and the Architects will consult with the Educational Program Committee of the 
Association and representative teachers of those grade levels and specialties to be affected, and 
all timely written recommendations and suggestions will be considered in formulating such plans. 
In the event that such recommendations of the Educational Program Committee are not followed, 
the reasons therefore shall be given to the Association upon request. 
ARTICLE VII 
Professional Development, Mentoring, Teacher Leadership, Educational Improvement 
and Academic Freedom 
A. Professional Development - For purposes of professional development, teachers are encouraged 
to participate in and facilitate professional seminars, workshops, and in-service programs. The 
District shall annually allocate a minimum of $3,000.00 for professional seminars, workshops 
and in-service programs. Teachers must receive approval of the Principal and Director of 
Teaching, Learning and Technology. 
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Mentoring - The Groton Central School District views mentoring as an opportunity to fully 
utilize our rich human resources, experience, and commitment to professional growth. New 
teachers who lack the one-year of successful mentoring experience required for a Professional 
Certificate in the Classroom Teaching Certificate Titles defined by SED are required to 
participate in this mentoring program. The program strives to develop highly effective teachers 
who are eager to remain at Groton and to maintain its culture and excellence. The Teacher 
Mentoring Program is available on the Groton Central School District electronic bulletin board. 
Mentors will be compensated at the following rate: 
2009-10 $828 
2010-11 $857 
2011-12 $887 
2012-13 $918 
Disputes regarding the mentoring process shall be resolved through the procedures set forth in 
the mentor plan. 
Instructional Council - The Instructional Council is a team of teachers and administrators who 
work together to develop, implement and evaluate the district's Annual Professional 
Performance Review, Professional Development Plan, Mentoring Plan and other topics related 
to teaching and learning and the implementation of state regulations. Members of the team are 
responsible for communicating these plans to their colleagues. The Director of Teaching, 
Learning and Technology facilitates the Instructional Council. Membership on Instructional 
Council is voluntary and requires a minimum two year commitment and shall consist of 2 
elementary teachers, 2 middle school teachers, 2 high school teachers, (ideally one of these reps 
would be a TTL, an encore teacher and a special education teacher) the GFA President, a GFA 
appointee, one pupil personal representative, one teaching assistant, the superintendent, 
principals and the director of special education. 
The Instructional Council meets for 6-8 full days and substitute coverage is provided. 
Occasionally there may be an AM meeting as well as an after school meeting. The team also 
meets for one day in the summer paid at the summer stipend rate. 
Each member of the Instructional Council shall receive a $500 stipend paid annually in June. 
Teacher Leaders - The teacher leader's role is to provide colleagues with ongoing systemic 
support that improves instruction, as opposed to extra curricular, who support students. An 
administrator or teacher(s) can complete a teacher leader request form (See Appendix 5). The 
form reviews the purpose, the intended impact, the amount of time required, and support 
needed. Realizing that their leadership roles require additional work beyond the school day, the 
teacher leader can request up to a $500 stipend and three substitute days per year (which may 
be in half day increments). Two teachers could choose to co-lead and share the stipend. The 
stipend will be paid 50% at the start of the project year and 50% at the end of the project year. 
Each position is established for no more than one year and is not posted if a specific person 
requests the position or is recommended by an administrator. The project may go for one year 
from any point in the calendar year (Ex. September to September, January to January). 
Applications are reviewed and approved by EPC. There can be no more than 10 teacher 
leaders at any time district-wide. 
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Technology Teacher Leaders -Teachers who are interested in serving a two-year term as 
Technology Teacher Leaders (TTL) will pave the way for the district by serving as role models 
and coaches for colleagues. There shall be 12 TTL positions available to provide building-
based support across all academic areas. 
Each TTL are responsible for the following: 
• using technology in his/her classroom to enhance teaching/learning and having a desire 
to explore new and innovative ideas; 
• serving as a resource for grade level, building, and district colleagues to explore and 
problem solve through the use of technology; 
• opening his/her classroom to other teachers who want to visit to get ideas for integrating 
technology in their own classrooms; 
• meeting with the Technology Director and the other TTL's for three (3) school days 
each year to continue learning about effective uses of technology for enhancing learning 
in the classroom and to share his/her learning experiences with colleagues; 
• participating in an electronic forum for communicating and sharing ideas (i.e. a shared 
Moodle site for TTL's); 
• developing and delivering at least six hours of professional development for colleagues 
each year; 
• supporting the District Technology Plan with ideas, suggestions, & experiences; 
• being responsible for a new instructional work station including a laptop, a projector, a 
document camera, a notebook web camera, and speakers, and additional equipment as it 
becomes available; and 
• attending Technology Teacher Leader training for two days in the summer (paid at the 
current summer stipend rate) 
Expenses of Professional Workshops and Conferences - Permission to be absent from school 
with pay for attendance at educational conferences will be granted at the discretion of the 
Building Principal. 
The employee will be reimbursed for all appropriate legitimate expenses incurred with 
attendance at approved conferences, in accordance with school travel policy. Travel shall be in a 
school vehicle when available^ Upon returning from the conference, a brief written report will be 
presented by the conferee for the "conference file" kept in the Office of the Director of Teaching, 
Learning and Technology. 
Academic Freedom 
1. It is the duty of the parties to educate the youth in the democratic traditions, to foster a 
recognition of individual freedom and social responsibility, to inspire meaningful 
awareness from and respect for, the Constitution and the Bill of Rights, and to instill 
appreciation of the values of individual rights, personality and property. It is recognized 
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that these democratic values can best be transmitted by free inquiry and learning in an 
atmosphere in which academic freedom for teacher and student is encouraged. 
2. Freedom of individual conscience, association and expression will be encouraged and 
fairness in procedures will be observed both to safeguard the legitimate interests of the 
schools and to exhibit, by appropriate examples, the basic objectives of a democratic 
society. 
H. Individual Freedom - The private life of a teacher is the appropriate concern of the Board and 
administration only as it may interfere with his/her professional responsibilities and impair 
his/her effectiveness as a teacher. 
ARTICLE VIII 
Teacher Hiring 
Teachers employed by this school district will be given one year of credit for each previous 
year of full time teaching service (exceptions may be made upon consultation between the 
Superintendent and President of the Association or his designee), half (1/2) credit for years of military 
service, and for appropriate educationally significant employment and experience. Years of service 
may not be rounded up. 
The members of the bargaining unit shall actively assist the Board of Education as requested in 
the recruiting of teachers and the orientation of same after being hired. It is expected that the best-
qualified teacher will be sought to fill each position. 
The Superintendent shall have the discretion to award a one-time only hiring incentive of up to 
$1,000.00 for hard to hire and competitive positions. 
See Appendix 1 for salary schedules. 
ARTICLE IX 
Teacher Assignment, Transfer and Promotion 
A. Assignment of New Teachers - The Superintendent shall assign all newly hired personnel to 
their specific positions, which shall be the type of service for which the teacher has been hired by 
the Board. The Building Principal shall give notice of assignments to new teachers as soon after 
hiring as possible. 
B. Salary Notice and Payment Options - Teachers will be notified in writing of their salary for the 
coming school year within twenty (20) working days after salaries for such coming year have 
been agreed upon by the parties hereto. Teachers may elect to have the regular salary payments 
divided into twenty-five (25) payments or twenty-one payments (21) per school year. (Note: 
some school years will have 21 1/2 payments instead of 21). Teachers will be required to make 
the payment election by June 30 of the preceding school year. The election form will be 
provided with the salary agreements. At least 10 teachers must elect the 25-salary payment 
option in order to implement it. 
C. Assignment Notices - As soon as practicable, and under normal circumstances not later than 
June 1, returning teachers will be notified in writing of their assignments by the Building 
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Principals or their immediate supervisor for the following year, including the schools to which 
they will be assigned, the grade(s) and/or subject(s) that they will teach, and any atypical class(s) 
that they will have. 
Area of Assignment - In order to assure that pupils are taught by teachers working within their 
areas of competence, teachers should not be assigned, except temporarily and with good cause, 
outside the scope of their teaching certificates and/or their major or minor field of study. 
In making changes in grade assignments in the elementary school, and in subject assignments in 
the middle and high schools, the administrative staff shall consider the convenience and wishes 
of the individual teacher to the extent that these do not conflict with the best interests of the 
school system and pupils. 
Notices of Application for Vacancies 
1. The Superintendent shall have posted on the faculty bulletin boards in all buildings, a list of 
known vacancies in the faculty unit as they become known for the then current and 
following school year. The method of applying for the position shall be clearly set forth in 
the notice. 
2. Such notices shall be posted as far in advance as practicable, ordinarily at least fifteen (15) 
days before the final date when application must be submitted, and in no event less than 
five (5) days for vacancies occurring after August 1. In the case of vacancies occurring 
during the summer vacation, the notices thereof shall be posted (in the administration 
offices of the high school, middle school, and elementary school), and a copy thereof shall 
be sent to the Association. 
3. Any teachers who desire to apply for such vacancy shall submit their applications in writing 
to the appropriate administrator within the time limit specified in the notice. 
Requests for Transfer - Teachers desiring a change in assignment or transfer shall file a written 
statement for such desire with the Building Principal with, a copy of same sent to the 
Superintendent. (Such statement shall include the grade and/or subject to which the teacher 
desires to be assigned. As soon as practicable, and not later than one (1) week prior to the end of 
the school year, the Superintendent or his designee will notify each teacher of the action taken in 
regard to his/her request for a change). 
The teacher will be granted an interview for the purpose of discussing the position requirements 
and for presenting his/her qualifications. The teacher will be given five (5) days in which to 
indicate in writing that he/she is still interested. The final decision of filling the vacancy will rest 
with the Board upon the Superintendent's recommendation. 
Notices of Hiring and Transfer - The bulletin which the District publishes just prior to the 
opening of school in the Fall will contain all the data regarding all teachers who have been hired, 
reassigned, transferred or promoted. 
Qualifications for Assignment - Vacancies shall be filled from within the system when such 
personnel are best qualified for those vacancies. All professional instructional appointments and 
assignments to any and all vacancies and openings shall be based on qualifications and 
experience and shall be made to certified personnel when available. Every unsuccessful 
applicant within the system will be advised of the filling of the vacancy as soon as possible after 
the same is filled. Unsuccessful applicants who are existing employees of the Board in the 
negotiating unit represented by the Association shall upon request be furnished with an 
explanation as to why they did not receive the appointment to such vacancy. 
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Determination of Requests for Transfer - In determination of requests for reassignment and/or 
transfer, the administrative staff shall consider the wishes of the individual teacher to the extent 
they do not conflict with the instructional requirements and best interests of the school year. 
Involuntary Transfers - It is recognized that some involuntary transfers of teachers from one 
building to another or reassignment within a tenure area may be unavoidable. Notice of any such 
involuntary transfer shall be given to teachers as soon as practicable and under normal 
circumstances not later than the close of school. 
When transfers are necessary to positions for which there are not previous applicants, volunteers 
will be sought for such positions and no involuntary reassignment will be made unless it had not 
been possible to locate volunteers after a good faith effort. Volunteers will be transferred or 
reassigned first. After the group of available volunteers has been exhausted, a teacher's 
qualifications will be the major factor in the transfer decision. An involuntary transfer or 
reassignment will be made only after a meeting between the teacher involved, the Building 
Principal, a representative of the Association, if requested by the teacher, and the Superintendent, 
at which time the teacher will be notified of the reasons therefore; and if the teacher objects to 
such transfer or reassignment, a good faith effort will be made to transfer or reassign the teacher 
to an acceptable position. (When positions are to be abolished, skills, abilities and experience 
being equal, seniority shall prevail). 
Schedules and Reimbursement of Teachers Required to Travel - In arranging schedules for the 
teachers who are assigned to more than one school, an effort will be made to limit the amount of 
interschool travel. Such teachers will be notified of any changes in their schedules as soon as 
practicable. All teachers who are required to travel, other than from home to school and school 
to home, in connection with their duties will be paid mileage at the rate officially established by 
the Board of Education. 
Hiring of Administrators and/or Teachers - Teacher participation in the hiring process of 
administrators and/or teachers is important. The Groton Teachers Association and members of 
the faculty will be involved in the interviewing process. Participants will be given names and 
qualifications of each candidate being considered for the position. They will be asked for their 
input during the process. The interview process is confidential and the information can only be 
shared with those participating in the interviewing process. After the final candidate is selected 
the GFA is encouraged to plan a meet and greet with the new administrator and/or teacher. 
Leaving School Grounds - Should an emergency arise necessitating that a teacher leave the 
school grounds temporarily or for the balance of the day, such teacher will request permission to 
do so from the Building Principal or the administrator on duty. 
If a teacher wishes to leave the school grounds during an unassigned period, he/she will notify 
the Building Principal's secretary prior to leaving. Any teacher leaving the building during their 
assigned day for any reason will sign out and back in using the logbook in the office. 
ARTICLE X 
Retirement Benefit Plan 
The Groton Central School District has established a Retirement Benefit Plan which includes 
following options: 
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A. Notification - To qualify for any of the above retirement benefits, the unit member must 
provide notice of her/his intent to retire at least 7 months prior to their actual retirement date. 
B. Twenty year service options 
Unit members who have completed twenty (20) years of service in the Groton Central School District 
and are eligible for and actually retire under the New York State Teachers Retirement System when 
they cease employment with the District, will be eligible to select one of the following options: 
1. Standard Benefit - A unit member selecting this option will be compensated for up to 
250 unused sick days at a rate of $100 per day. 
In addition, the unit member will be eligible to continue enrollment in the District's 
group health insurance plan. The District will contribute 65% of the health insurance 
premium. 
2. First Year Eligible Benefit - A unit member who has less than 75 unused sick days at 
the time of retirement and retires in the school year that she/he first becomes eligible to 
retire without penalty or diminishment from the New York State Teachers Retirement 
System, will be eligible for a one time payment of $7500 plus $100 for each year of 
service to the District beyond twenty years. There will be no payment for unused sick 
days under this option. 
In addition, the unit member will be eligible to continue enrollment in the District's 
group health insurance plan. The District will contribute 65% of the health insurance 
premium 
3. Serious Health Condition Benefit -This benefit is available to a unit member who has 
less than 75 unused sick days at the time of retirement and has had to use accrued sick 
days as a result of a "serious health condition" (as defined by the Family Medical Leave 
Act) for themselves or for the care of a spouse, child, parent or a member of the unit 
members' immediate household. To qualify for this benefit, the member shall be 
required to make application to the Superintendent. 
The benefit under this option will be a one time payment of $7500 plus $100 for each 
year of service to the District beyond twenty years. There will be no payment for 
unused sick days under this option. 
In addition, the unit member will be eligible to continue enrollment in the District's 
group health insurance plan. The District will contribute 65% of the health insurance 
premium. 
C. Fifteen year service option 
Unit members who have completed fifteen (15) years of service in the Groton Central School 
District and are eligible for and actually retire under the New York State Teachers Retirement System 
when they cease employment with the District, will be eligible for the following benefits: 
A unit member selecting this option will be compensated for up to 250 unused sick days at a 
rate of $100 per day. 
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In addition, the unit member will be eligible to continue enrollment in the District's group 
health insurance plan. The District will contribute 50% of the health insurance premium. 
The fifteen year service option shall sunset and fully expire on June 30, 2013. 
D. IRS Approved Use for Cash Benefits 
In order to comply with IRS regulations, the District will direct the cash benefits (payment for 
unused sick days, payment for years of service, and/or payment of the $7500 benefit) earned above as 
follows: 
1. An Annual payment will be computed according to the following procedure: 
a. Annually, the retiree will notify the District whether he/she wishes to have his/her 
annual payment based on the cost of the family plan or the cost of the individual plan. 
b. The total cost of the identified plan will be multiplied by 65% to establish the annual 
payment, provided that the annual payment or the sum of the annual payments will not 
exceed the cash benefit described above. 
2. The annua] payment will be disbursed according to the following procedure: 
a. For a unit member who was enrolled in the District's health insurance plan at the time 
of retirement, the District will retain the retiree's cash benefit and apply the annual 
payment to the retiree's share of the future insurance premiums until such time as the 
entire cash benefit has been depleted. 
In the event the retiree dies before exhausting the benefit, his or her spouse shall be 
entitled to use the remaining benefit for the purchase of health care insurance under the 
terms of the Consolidated Omnibus Budget Reconciliation Act ("COBRA") through 
plans as offered by the District. NOTE: The District contribution toward the health 
care insurance premium ceases. 
b. For a unit member who was not enrolled in the District's health insurance plan at the 
time of retirement, the District will deposit the annual payment into the retiree's 403b 
account on or before October 31st. 
In the event the retiree dies before exhausting the benefit, there will be no remaining 
annual benefit payable to the surviving spouse. In the event, however, the spouse dies 
and the retiree was receiving health care insurance through his or her spouse, the retiree 
will be permitted purchase health care insurance through the plans as offered by the 
District. 
3. It is understood and agreed that the terms of the Retirement Benefit shall not diminish any 
rights a unit member may otherwise have established for a retirement incentive as adopted 
by the Board of Education. 
Example: The unit member upon retirement from the District has 200 accumulated 
unused sick days and is enrolled in the insurance plan. Thus, he or she has established a 
total value of $20,000 (200 x $100 = $20,000). 
14 
Assume the annual premium for family coverage is $10,000 and the District's normal 
contribution is 65% or $6,500. 
Under this example, the retiree would use and the District would contribute up to $3,500 
each school year to cover the retiree's share of the family premium. 
Under this example, if the District contributes $3,500 each school year to cover the 
retiree's share of the annual family premiums, he or she will have exhausted the $20,000 
in 5.7years ($20,000 + $3,500 = 5.7years). 
Based upon the example above, the retiree would receive an annual payment of $3,500 for 5.7 
years. 
An Association member who will reach retirement age after June 30 but before October 1 may 
submit a request for an unpaid leave of absence from June 30 to his or her birth date along with the 
irrevocable letter of retirement. 
ARTICLE XI 
School Building Facilities 
All of the provisions of the agreement are applicable to all buildings of the Groton Central 
School District. 
A. Safety of Facilities - All buildings, rooms, materials and/or equipment of the Groton Central 
School District used or occupied by teachers in connection with the instruction and/or 
supervision of pupils shall be in compliance with the rules and regulations of the Division of 
Educational Facilities Planning of the New York State Education Department for the continuing 
use of existing buildings and/or the planning of new facilities and/or renovation of existing 
facilities. 
B. Use of Keys - All professional staff members who request it shall be issued a key to the outside 
door to their building to keep in their possession. If a teacher abuses this privilege, the Building 
Principal shall so notify him in writing. If the abuse continues, the Building Principal will be 
empowered to request the return of the key for the balance of the school year. 
C. Admission to School Events - All professional staff members and immediate family 
accompanying the staff members may be admitted to all home sponsored athletic events free of 
charge. 
ARTICLE XII 
Teacher Protection and Student Discipline 
A. Teacher Protection 
1. Teachers will immediately report, all cases of assault sustained by them, and/or civil actions 
filed against them in connection with their employment to their building principal in 
writing. Said report will be forwarded to the Superintendent, who will comply with any 
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reasonable request from the teacher for information in his possession relating to the incident 
or the persons involved. 
2. Upon direction of the Board of Education or its authorized representative, the school board 
attorney shall notify the teacher of his rights under the law, and his readiness to assist the 
teacher. 
3. The Board shall provide, at no expense to the teacher, legal services in accordance with the 
law. 
4. If an assault on a teacher results in loss of time, the teacher shall be paid in full, and such 
absence shall not be deducted from any sick leave to which the teacher is entitled under this 
Agreement. 
B. Corporal Punishment and Reports - In the event of any charges or complaints, either civil or 
criminal in nature, against a teacher arising out of any imposition of punishment, the Board, at its 
own expense, will provide the teacher with competent counsel agreeable to the teacher for the 
defense of such charges and will save the teacher harmless of all liability in accordance with the 
laws and statutes. It is understood that counsel will be provided and that the teacher will be held 
harmless of all liability in accordance with the laws and statutes so long as the teacher was acting 
in the discharge of his duties within the scope of his employment or authorized volunteer 
activities. 
C. Disciplinary Orders - Teachers shall receive instructions and directions relative to student 
discipline only from the Building Principal in writing whenever possible. Student discipline 
referred by the teacher to higher authority, shall be administered by the Building Principal or his 
deputy. 
D. Building Evacuation - In the event that any school building is evacuated in whole or in part by 
reason of any report or threat of damage thereto by bomb, fire, or other lethal instrument or 
incident, no teacher is or will be required to participate in any search, except as he/she volunteers, 
for such lethal or destructive instrument. 
E. Problem Pupils - Pupils presenting severe disciplinary problems impede the educational progress 
of the entire class. No such pupil shall knowingly be assigned to any class without the classroom 
teacher first having been informed of the known facts relative to such pupil. It shall be the 
mutual responsibility of the classroom teacher, school counselors, school psychologists, the 
appropriate special education teacher, and the building principal to meet to discuss teaching 
strategies. 
F. Disruptive Pupils - In the event that the presence of any pupil or pupils become unduly disruptive 
to the conduct of instruction or threatens the welfare and/or safety of the teacher and/or pupils, 
the teacher is hereby authorized to remove forthwith such pupil or pupils from the class until 
such time as the objectionable behavior has been eliminated in a manner which, in the judgment 
of the teacher and principal directly involved, bests serves the interest of the Groton School 
System and the child. 
ARTICLE XIII 
Teaching Hours and Teaching Load 
A. Lunch Period - All elementary teachers shall have a 30-minute duty-free lunch period each day. 
All secondary teachers shall have a duty-free lunch period as long as the student's lunch period 
each day, but in no event less than 30 minutes in length each day. 
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B. School Calendar - The school calendar for each school year shall be developed cooperatively by 
the Association and the Superintendent, and approved by the Board of Education. Development 
of the calendar shall take the following into consideration: 
1. New York State Law 
2. T-S-T BOCES Calendar 
3. Association preferences 
4. Educational effects 
A 187-day calendar will be developed each year, which shall include five emergency days. The 
work year shall be 182 days, which shall include Superintendent's Conference Days. 
C. School Day - The school day is defined as the time the students are required to be in school. At 
the Middle School and High School the time of the school day is 8:10 A.M. to 2:45 P.M; and at 
the Elementary School the time of the school day is 8:40 A.M. to 3:08 P.M. 
Work Day - The teacher workday shall begin and end as follows: 
Elementary 
Middle School 
High School 
Mondays 
8:40-3:08 
8:10-2:45 
8:10-2:45 
Tuesdays - Fridays 
8:10-3:08 
7:40-2:45 
7:40-2:45 
On Tuesdays through Fridays, the first 30 minutes of each workday shall be devoted to either 
administrative meetings (Wednesdays and Thursdays) or professional time for teachers 
(Tuesdays and Fridays). Administrative meetings shall include, but are not limited to faculty, 
grade level, child study, 504 and PAC meetings. Teachers are expected to be self-directed and to 
use their professional time to conduct and perform professional obligations (including, but not 
limited to TTL, meetings with special education staff, and growth planning). Middle School 
Team meetings shall continue to be held during and in lieu of a teacher's duty period, and not 
during the 30 minute period on Tuesdays through Fridays. In consideration for this extended 
workday, the District shall increase the base salary of each returning teacher in the 2009-2010 
school year by 4.0%. 
On Superintendent Conference Days, the workday shall follow the Monday schedule. 
Administrative meetings that are cancelled due to weather shall not be made up, but may be 
rescheduled. 
D. Evening Assignments - Attendance of teachers is voluntary unless the scheduled evening 
meeting, such as open house, has been included in the school calendar. 
E. Extra-Curricular Activities - Attendance by teachers in the system is voluntary at all extra-
curricular activities, except an advisor to the group sponsoring the activity. 
F. Preparation Time in Middle School and High School - Every teacher shall have at least one 
unassigned period per day in addition to lunch period. 
G. Preparation Time in Elementary School - All elementary school teachers, in addition to the one 
half hour lunch period, will receive one duty free preparation time of not less than 37 minutes 
during the scheduled school day, or 185 minutes per week. 
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H. Subject Areas in Middle School and High School - A cooperative effort between teaching staff 
and principal in preparing teaching schedule with mutual agreement of all parties concerned. A 
class load in keeping with availability of staff and specific nature of subject area shall be 
established each year within the building schedule. 
I. Teaching Periods in Middle School and High School - No more than five (5) teaching periods 
will be required per day except as mutually agreed upon, in which case extra compensation will 
be provided at the rate of l/14th of the teacher's salary. 
J. Activity Period - In order to accommodate special programs and learning opportunities for 
students, each school may run a special schedule or activity period. (This does not include 
assemblies). The special program or activity is planned with the input from the principal and 
staff in the building. The special program or activity is scheduled to minimize the impact on lost 
instructional time. At the MS/HS the AM/PM bell schedule will be used. Teachers are not 
required to plan their own instructional lesson for the activity but are provided resources and 
materials when needed for instruction. Activity periods are held no more than once a month, and 
planned and scheduled no less than one month in advance. 
K. Regents Weeks - During the January and June Regents testing weeks, the District may request 
that an Association member(s) work additional time one day in return for a mutually agreed upon 
reduced work day another day that week. The Association member has the right to decline such 
request, in which case the District may seek other volunteers. 
L. Reporting Unavailability - Teachers shall be responsible for contacting the District's substitute 
service as early as possible but not later than 6:30 a.m. at the Middle School, High School, and 
the Elementary School to report their unavailability to work that day. Teachers recognize the 
importance of reporting on the evening prior to their unavailability to work, and will do so if at 
all possible. 
In cases where the substitute service is unavailable, or in the event of an emergency where the 
teacher cannot report their absence by the aforementioned deadlines, the teacher shall contact the 
main office in the building they work in as soon as possible. 
ARTICLE XIV 
Class Size 
Class size is recognized as being an important factor in providing quality education. It is also 
recognized that other factors may be of equal importance, depending on the choices available in any 
specific situation. The Board of Education and the Faculty Association firmly believe that the primary 
function of the Groton Central School District is to provide each student with the highest level of 
educational opportunity. Toward this end, the Board will strive to provide a teacher-pupil ratio that 
will be in the best educational interest of the student and the teacher. 
A. Student-Staff Ratio: The Board shall make every effort to maintain the student-staff ratio in 
grades K-6 at no more than: 
K-3 25-1 
4-6 30-1 
(excludes school nurse, reading specialist, guidance and teaching assistants, except Art). 
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ARTICLE XV 
Teacher Evaluation, Tenure and Records Review 
The parties agree that the following language shall govern all teacher evaluations, as provided 
in the Annual Professional Performance Review Plan. The full Annual Professional Performance 
Review Plan is available on the Groton Central School District's electronic bulletin board. 
A. Professional Criteria- The Groton Central School District has adopted the performance domains 
in Charlotte Danielson's book Enhancing Professional Practice: A Framework for Teaching as 
the Instructional Framework for this APPR Plan. This framework serves as a clear set of criteria 
and a common language to be used during pre/post conferences and other ongoing conversations 
about professional growth. 
B. Observation and Evaluation - All formal observations of work and performance of teachers will 
be conducted openly, with full knowledge of the teacher. 
Observation and evaluation of teachers shall be continuous and ongoing. Each teacher will be 
fully evaluated at least one time during the school year. Three observations of each non-tenured 
teacher are recommended. 
C. Description of Options 
Non- Tenured Teacher 
Observation-Based Evaluation Model 
• At least two (2) formal observations with pre/post conference 
• Includes information about Professional Responsibilities 
• Occurs on a calendar year basis (i.e. October to October) not necessarily within a school 
year 
Tenured Teacher 
Option 1 - Observation -Based Evaluation Model 
• At least one (1) formal observation with pre/post conference 
• Includes information about Professional Responsibilities 
• Occurs on a calendar year basis (i.e. October to October) not necessarily within a school 
year 
Option 2 - Professional Growth Plan-Based Evaluation Model 
• Professional Growth Plan 
(includes proposal, mid-year review, and year-end review) 
• Includes information about Professional Responsibilities 
• Occurs on a calendar year basis (i.e. October to October) not necessarily within a school 
year 
Teacher in Need of Improvement 
• Development of a Professional Improvement Plan (PIP) 
• Occurs when a tenured teacher does not meet district performance criteria as described 
in the APPR 
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D. Personnel Evaluating - Teachers shall be formally evaluated only by the Building Principal 
and/or the Superintendent. Coaches will be evaluated by Director of Athletics. 
E. Evaluation Report, Conference and Comments - A written evaluation will be made of each 
formal classroom observation, Growth Plan, or Professional Improvement Plan that is to form a 
part of the teacher's personnel record. No formal observation report will be placed in a teacher's 
personnel record without a formal observation. 
F. Reason For Tenure Denial - Observations of probationary teachers should be continuous and 
ongoing throughout the probationary period. Any indication of dissatisfaction which might result 
in failure to grant tenure must be made known to the probationary teacher so that constructive 
action may follow. If a probationary teacher who is denied tenure requests the reasons for such 
denial, such reasons shall be given to him/her orally and if so requested, in writing. 
G. Notice of Tenure Denial - Probationary teachers to be denied tenure will be notified 120 calendar 
days prior to the end of his/her probationary period. 
If a teacher is not notified that he/she will be denied tenure 120 calendar days before the end of 
his/her probationary period, he/she shall automatically acquire tenure. 
H. Review of Personnel File - There will be only one personnel file on each teacher, and teachers 
will have the right, upon request, to review the contents of their official personnel files and to 
make copies of any document therein with the exception of privileged information which will be 
removed in the presence of the teacher by the Superintendent. A teacher will be entitled to have 
a representative of the Association accompany him during such review. Only those personnel 
who have an official right and reason for doing so may inspect a teacher's file, and said file shall 
not be open to public inspection except upon specific consent by the teacher. 
I. Response to Derogatory Material - No material derogatory to a teacher's conduct, service, 
character or personality will be placed in his personnel file unless the teacher has had an 
opportunity to review the material. The teacher will acknowledge that he/she has had the 
opportunity to review such material by affixing his/her signature to the copy being filed, with the 
express understanding that such signature in no way indicates agreement with the content thereof. 
The teacher will also have the right to submit a written answer within 20 school days to such 
material and his/her answer shall be reviewed by the Superintendent and attached to the file copy. 
J. Teacher Discipline - No teacher shall be disciplined, reprimanded, reduced in rank or 
compensation, dismissed or deprived of any professional advantage without just cause. Any such 
action shall be subject to the grievance procedure set forth in this agreement. This provision shall 
not apply where a tenured teacher is brought up on tenure charges pursuant to the Article entitled 
Tenure Charges. 
K. Planning of Instruction - Each teacher is expected to prepare a plan book containing descriptive 
statements with respect to the long-range (unit) goals as well as day-by-day plans, detailing both 
procedures and goals. 
The Building Principal shall have the right to review the individual teacher's plan books upon 
request. 
L. Report Special Achievement - Administrators are hereby encouraged to place in the teacher's file, 
information of a positive nature indicating special competencies, achievements, performances, or 
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contributions of an academic or professional nature. Any such materials received from outside 
competent, responsible sources shall be included in the teacher's file. 
M. Right to Representation - In any case in which an administrator or supervisor summons a teacher 
for a conference in which he/she intends to formally discipline or reprimand the teacher, the 
teacher shall, if he/she desires, have the right to request the presence of the Building or 
Association Representative. The time for the conference is one which will be mutually 
convenient for all three. 
ARTICLE XVI 
Sick Leave 
A. Teacher's Sick Leave - Teachers on a ten (10) month year will be entitled to ten (10) days sick 
leave each school year as of the first official day of said school year. In cases of special need, the 
Board may allow sick leave beyond the above limitation. Teachers hired on or after July 1, 2009, 
shall start with twenty (20) sick days, inclusive of their annual allotment often (10) days of sick 
leave. 
B. Illness in the Family - Up to one-half of a teacher's accumulated sick leave may be used for 
illness in the family [which shall be defined as a spouse, child, parent, grandparent, grandchild, 
brother, sister, mother-in-law, father-in-law, brother-in-law, sister-in-law, a member of the 
teacher's immediate household]. The District may require the unit member to produce a doctor's 
statement to attest to the fact that the unit member is needed to attend to the medical needs of the 
ill person. If two spouses are employed by the District, only one at a time may take leave under 
the foregoing. 
C. Accumulated Sick Leave Statements - On the opening day of school of each school year, the 
Superintendent shall cause a written statement to be given to each teacher in the school system as 
notification of his/her accrued annual sick leave. 
D. School Closing Unexpectedly - A teacher who has requested a sick leave day or personal day will 
not be penalized should school be closed unexpectedly. 
E. Sick Days Depleted - If a tenured teacher uses up all sick days and needs to take additional sick 
days in any year, the district will deduct only the cost of the substitute for up to five additional 
days. If the teacher exceeds the five extra days, the full cost of the teacher's per diem rate will 
be deducted. 
F. Sick Leave Bank 
1. All decisionmaking is the responsibility of the Association. Furthermore, decisions are 
non-grievable under the provisions of the collective bargaining agreement. The District's 
sole responsibility is that of record keeping and deduction of days for the Sick Bank when 
necessary. 
2. Composition of Sick Bank Committee - The Association will establish a Sick Bank 
Committee of its own members annually. The Committee members will include the GFA 
President and each of the three Vice-President/Building Representatives. 
3. Replenishing the Bank - All GFA members shall contribute to the Sick Bank. All members 
will contribute one sick day to the Sick Bank on the first day of employment. Each time the 
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Sick Bank falls below 100 days, GFA members will be assessed one additional day for the 
Bank. If a member does not have any days remaining to contribute, the payroll clerk will 
notify the GFA President and the sick day contribution will come out of the member's 
allotment on the first day of the next school year. For the purpose of this Article, the term 
"assessment period" shall refer to any time the Sick Bank falls below one hundred (100) 
days. 
Use of Sick Bank - A member of the Association shall be eligible for the Sick Bank if 
he/she meets each of the following conditions: 
a. has suffered a prolonged, serious illness or injury, and 
b. has exhausted his/her accumulated sick leave, and 
c. is not eligible for Social Security and/or Teacher's Retirement System Disability 
For the purpose of this Article, the term "serious illness or injury" shall be defined by the 
Family Medical Leave Act. 
Application and Eligibility - Applications to the Sick Bank Committee should be given to 
the GFA President. When a member applies to the Sick Bank, he/she must provide the Sick 
Bank Committee with an official medical report setting forth the nature of the illness/injury 
and the anticipated date of return to work. The Sick Bank Committee shall have the right to 
request additional medical information as well as the right to have the member examined by 
a designated physician. 
If additional sick leave is granted by the Committee, said leave shall not exceed 90 work 
days per school year for applicants who have been GFA members for four or more years. 
Those who have been GFA members less than four years may not exceed a total of 90 
additional days prior to their fourth year of membership. 
Review of Application - The Sick Bank Committee shall review and approve or disapprove 
all member applications to receive days from the Sick Bank. Within five (5) business days, 
the GFA President shall provide written notification of the Committee decision to the 
applicant and the Superintendent. Any notification to the Superintendent will be processed 
within the next payroll period or fourteen (14) days, whichever is shorter. If the Committee 
denies the use of Sick Bank to a member, the District will deduct from the member's salary 
one full day (based on 1/200th) for each day of absence. If the Committee approves the use 
of Sick Bank, the District will record and apply the contribution. 
Reapplication - A GFA member may apply for additional days in accordance with the 
foregoing provisions. 
Recordkeeping - The GFA President notifies the Superintendent, Benefits Coordinator and 
GFA in writing. The Benefits Coordinator will give the Union President a list of who was 
deducted a day. If the Union Sick Bank Committee approves use of the Sick Bank, the 
GFA President will give the Superintendent in writing: 
• the name of employee 
• date leave is to begin and end 
• number of days 
22 
If the Union Sick Bank Committee denies the use of the Sick Bank, the Superintendent will 
be notified. 
ARTICLE XVII 
Temporary Leaves of Absence 
A. Short Term Absences - Teachers will be entitled to the following temporary leaves of absence 
with pay each school year: 
1. Each teacher shall be entitled, each year during his/her regular employment period, to be 
absent, without loss of pay or other benefits, from scheduled work for three (3) days, in 
increments of full or half days only, for the purpose of taking care of personal or family 
emergencies or responsibilities or religious holidays. A teacher planning to use a personal 
day shall notify the Building Principal as far in advance as is possible. Unless an 
emergency should arise, teachers will fill out the request form in duplicate, but will not 
have to explain the reason for absence beyond the indication in which of two categories the 
leave will be taken. One copy will be kept by the Building Principal, and the other will be 
returned to the teacher, signed by the Building Principal, within twenty-four hours. A 
maximum of three teachers in each the elementary school, middle school, and high school 
may use a personal day immediately before or after any break of more than three calendar 
days. Personal leave days shall not be deducted from accumulated sick leave, but unused 
personal days shall be added to accumulated sick leave. 
2. The teacher who is the primary care giver will be allowed up to thirty days from accrued 
sick or personal leave for purposes of attending to the adoption of his/her child. A teacher 
planning to use workdays for this purpose shall notify the Building Principal in writing as 
far in advance as possible. If two spouses are employed by the District, the maximum 
benefit between both is limited to thirty days. Leaves for adoption purposes may only be 
taken at the time of the adoption. 
3. Time for the purpose of observing other school programs is not to be deducted from 
accumulated sick days or personal days of any teacher. 
4. Time necessary for one Groton Faculty Association delegate to attend the NYSUT 
Representative Assembly. 
5. Time necessary for appearances in any legal proceeding connected with the teacher's 
employment or with the school system or in any other legal proceeding if the teacher is 
required by a law to attend. 
6. A total of five (5) days in any one school year for each event of death in the immediate 
family of the teacher or the teacher's spouse (parent, grandparent, grandchild, wife, 
husband, child, brother, sister, father-in-law, mother-in-law, sister-in-law, brother-in-law, or 
member of the immediate household), or the death of an immediate family member (as 
defined in this subparagraph) of a member of the teacher's immediate household. 
7. Military leave to any teacher as provided by education law. (All benefits shall accrue to 
anyone on military leave with the exception of automatic tenure appointments.) 
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B. Time for Short Term Absences - Leaves taken under provision of Section A of Article XVI, 
Temporary Leaves of Absence will be in addition to sick leave and will not be deducted from 
sick leave. In no case will a teacher be required to arrange for or pay for his own substitute. 
C. Notice of Short Term Absences - A teacher absent from duty without reasonable cause or without 
sufficient notice (time permitting) to the Building Principal will forfeit full salary. A teacher 
absent for a reasonable cause not herein provided for, or beyond the time limit set forth in the 
above regulations and policies, shall, with the approval of the Superintendent, receive salary 
minus the amount paid to a substitute teacher. 
ARTICLE XVIII 
Extended Leaves of Absence 
A. Leave of Absence of Professional Association Officers - The Board agrees that one teacher 
designated by the Association will, upon request, be granted a leave of absence for up to two (2) 
years without pay for the purpose of engaging in Association (local, state, or national) activities. 
While on such leave, such teacher shall not accrue any additional benefits, but shall retain those 
benefits held at the time of leave. 
B. Peace Corps, Exchange Teacher and Similar Leaves - A leave of absence without pay of up to 
two (2) years will be granted to any teacher who joins the Peace Corps, Vista, National Teachers 
Corps, or serves as an exchange teacher, and is a full-time participant in such programs. While 
on such leave, such teacher shall not accrue any additional benefits, but shall retain those benefits 
held at the time of leave. 
C. Military Leaves - Military leave shall be provided by state and federal law. 
D. Infant Rearing - Teachers shall be entitled to a leave of absence for a maximum of 2 years. 
Requests for an unpaid infant rearing leave immediately preceding or following delivery or 
adoption of an infant shall be made in writing to the Superintendent at least two months prior to 
the proposed commencement date of the leave. Requests for leave shall indicate the probable 
beginning date and the duration of the leave. The time established for return from such leave 
shall be mutually agreed upon by both parties at the time such leave is granted and shall be set so 
that insofar as possible the continuity of the educational program shall not be disrupted. 
Where a teacher, as a result of an unforeseen situation, desires to withdraw his/her request for an 
unpaid leave, the District agrees to make reasonable effort to provide for the teacher's return to 
work as soon as possible. 
Upon return, the teacher will be entitled to be reinstated to the same certification area with all 
accumulated benefits enjoyed at the time of the commencement of the leave. 
E. Personal Leave Without Pay - A leave of absence without pay or increment may be granted for 
one year for serving an administrative internship, education for an advanced degree, personal and 
family health reasons, and the Board will consider other reasons. 
The Superintendent will recommend leaves which are unanimously approved by a committee of 
not less than two persons, one of whom shall be the superintendent and the other, the President of 
the Groton Faculty Association. 
F. Resumption of Benefits After Leave - All benefits to which a teacher was entitled at the time of 
his/her leave of absence commenced, including unused accumulated sick leave and credits 
toward sabbatical leave eligibility, will be restored to him/her upon his/her return, and he/she will 
24 
be assigned to the same position which he/she held at the time said leave commenced, if 
available, or if not, to a substantially equivalent position. 
G. Requests for Extension of Leaves - All requests and grants for extensions or renewals of leaves 
will be in writing. 
H. Return to Work Notification - Any teacher on a one year or two year unpaid leave of absence and 
who is scheduled to return to work with the commencement of the Fall semester, must notify the 
District by April 1 of his/her intent to return to work or submit a letter of resignation. 
ARTICLE XIX 
Sabbatical Leaves 
A. Forms of Sabbatical Leaves - Sabbatical leaves may be made available to the teachers of Groton 
Central School with the purpose of increasing the teacher's value to the school system and 
thereby to improve and enrich its program. This leave may take the form of advanced study or 
other approved programs. 
B. Prerequisite for Sabbatical Leave - Each teacher desiring sabbatical leave shall have served seven 
years since the last previous sabbatical leave. 
C. Date of Application for Sabbatical Leave - A teacher desiring sabbatical leave shall make written 
application prior to March 1 st of each year to his/her respective Building Principal with copies to 
the Superintendent and President of the Board of Education. 
D. Selection of Candidates for Sabbatical Leave - Two teachers will be eligible for sabbatical each 
year. Both candidates may be from the same building with good and sufficient reason. 
Successful candidates will be designated on the basis of usefulness to the school district, length 
of service of the candidates, and will be notified at selection by April 1st. 
E. Length of Sabbatical Absence During School Session - Teachers on sabbatical during school 
sessions may choose a full year's absence at one-half pay or one-half year's absence at full pay. 
F. Summer Sabbatical - Teachers may be granted summer sabbatical for four consecutive summers 
at one-eighth pay, based upon the salary they will be receiving in the coming year. One teacher 
from each building shall be eligible to start each year. Teachers on summer sabbatical shall not 
be counted when considering request for full or one-half year sabbaticals. 
G. Service of the Teacher After Sabbatical Leave - A teacher who is granted a sabbatical leave shall 
be expected to return to Groton for at least one year following his leave. 
H. Status of Teachers Returning From Sabbatical Leave - A teacher who is granted a sabbatical 
leave shall return to his position without sacrificing benefits or responsibilities and shall be 
placed on the salary schedule on the same level as he would have been had he not been on a 
sabbatical leave. Failure, on the part of the teacher to return to Groton for a minimum of one 
year following sabbatical, will necessitate the teacher reimbursing the Board for the net salary 
received during said sabbatical. This stipulation does not apply to summer sabbatical. 
I. Coursework for Certificate of Advanced Study - It is understood and agreed that coursework 
leading to a CAS in Educational Administration shall constitute coursework that increases the 
teacher's value to the school system and thereby improves and enriches its program as follows: 
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Educational Leadership and the Law 
Principles of Curriculum Leadership and Development 
Principles of Organizational Leadership 
Principles of Special Education Leadership 
Technology Leadership 
The Association President and the Superintendent of Schools will meet as necessary to revise 
the list of approved topics and to review and agree on additional topics. 
Upon timely submission of a proposal for a sabbatical leave, a teacher who is taking course(s) 
pursuant to the foregoing and otherwise meets the criteria for a sabbatical leave in this article of 
the collective bargaining agreement, will be recommended for summer sabbatical leave. The 
terms herein are applicable for summer sabbaticals only and, therefore, a unit member taking 
any course work leading to a CAS in Educational Administration is not eligible for a sabbatical 
leave during the academic school year. 
ARTICLE XX 
Non-Teaching Duties 
The Board and the Association acknowledge that the faculty's primary responsibility is to 
educate the children and that its energies should, to the maximum extent possible, be utilized to this 
end. It is, therefore, agreed as follows: 
A. Student Transportation - Teachers will not be required to drive pupils to activities which take 
place away from the school building. Teachers will not transport students in their personal 
vehicles. 
B. Teachers will not be required to perform the following duties. 
1. Detention 
2. Morning Hall Duty (before students are required to be in their classrooms in the morning). 
3. Bus Duty 
ARTICLE XXI 
Teacher Aides 
The policy of providing aides to assist in supervision of playground, cafeteria, corridors, and 
clerical work may be continued. 
A. Aides are not to be used as substitute teachers. 
ARTICLE XXII 
Substitute Teachers 
A. Qualifications - All positions requiring the employment of substitutes, will to the fullest extent 
possible be filled by personnel who have met the State certification requirements. If a certified 
substitute teacher is unavailable, the best-qualified non-certified person available will fill such 
vacancy. 
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B. Notice of Long Term Substitutes - The Association will be promptly notified by the 
Superintendent of any non-certified substitute teacher who teaches more than 40 days in any 
school year. 
C. Cover All Teacher Absences - The Board shall make every effort to hire a substitute teacher for 
every teacher's absence and also to provide a substitute qualified to teach the subject area of the 
absent teacher. 
D. Teacher's Preference for a Substitute Honored - If a teacher recommends a certified substitute to 
fill his/her place during his/her absence, an attempt will be made to hire the recommended 
substitute for the position if qualified in the Building Principal's judgment. 
E. The Superintendent will furnish the Association with a list of all names, addresses, and phone 
numbers of substitutes on the Board's list, together with the type of certificate held by each, and 
their field of specialization. 
F. In the event that a substitute is not hired, a teacher will not be required to assume the 
responsibilities (i.e., class, study hall, supervision, etc.) of the absent teacher except in an 
emergency. 
ARTICLE XXIII 
Insurances, Annuities, Payroll Deductions and Other Remuneration 
A. Employees' Health Insurance Program - The Board of Education will provide 93% family or 95% 
individual coverage, as selected by the teacher under the Excellus Blue Cross/Blue Shield plan or 
its equivalent for all employees hired prior to July 1, 2009. For employees hired on or after July 
1, 2009, the Board of Education will provide 85% family or 90% individual coverage, as selected 
by the teacher under the Blue Cross/Blue Shield of Central New York plan or its equivalent. 
This coverage will be provided for by the Board irrespective of any other medical insurance that 
covers the individual. Effective July 1, 2009, the major medical deductible for all employees 
shall be $100/$300. 
The prescription plan shall be the Excellus Blue Cross Blue Shield three tier formulary plan or its 
equivalent. The levels of the three tiers shall be $5.00, $15.00, and $30.00. If a 90-day mail 
order prescription is used, the member shall pay a double co-pay at the three-tier level. 
The District shall offer a dental plan chosen by the Association. 
The District shall contribute to the dental plan as follows (the remainder of the premium shall be 
the responsibility of the teacher and will be deducted from their paycheck in equal or nearly 
equal installments): 
Family Single 
2009-2010 
2010-2011 
2011-2012 
2012-2013 
$347.28 
$359.43 
$372.01 
$385.03 
$159.24 
$164.81 
$170.57 
$176.53 
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The District shall offer a vision plan selected by the Association. The total premium shall be the 
responsibility of the teacher and will be deducted from their paycheck in equal or nearly equal 
installments. 
Health Insurance Buyout - Any Association member who participates in the following Buy-Out 
Option must provide proof of and maintain health insurance coverage to include dependents. 
Members may continue to be enrolled in the District's dental plan with no effect on the Buy-out 
Plan. 
If seven (7) GFA members opt out of the Group Health plan, each person opting out will receive 
a payment of $2,000 by June 30th of that school year. If a member opts out after an effective 
date of July 1st, but before December 1st, the member will be entitled to a pro-rated payment in 
June. The District will share 30% of the savings from Buy-out with the members of the 
Association; the 30% share will be divided equally among all Association members and paid as 
a separate one-time check by June 30 of that year. 
If nine (9) GFA members opt out of the Group Health plan, each person opting out will receive a 
payment of $2,500 by June 30th of that school year. If a member opts out after an effective date 
of July 1st, but before December 1st, the member will be entitled to a pro-rated payment in June. 
The District will share 40% of the savings from Buy-out with the members of the Association; 
the 40% share will be divided equally among all Association members and paid as a separate 
one-time check by June 30 of that year. 
If ten (10) or more GFA members opt out of the Group Health plan, each person opting out will 
receive a payment of $3,000 by June 30th of that school year. If a member opts out after an 
effective date of July 1st, but before December 1st, the member will be entitled to a pro-rated 
payment in June. The District will share 50% of the savings from Buy-out with the members of 
the Association; the 50% share will be divided equally among all Association members and paid 
as a separate one-time check by June 30 of that year. 
The savings from the Buy-out will be calculated after the buy-out amounts are determined for 
participating members. For the savings calculations, the District will use the type of plan that a 
member is currently taking as the basis for the savings. For members who are not currently 
enrolled in the group health plan, the District will use a family plan savings for any member with 
dependents and an individual plan savings for any member who is single and has no dependents. 
The shares of the buy-out savings will not become a part of the members' base salaries. 
Association members may opt in to the buy-out plan at anytime and receive a pro-rated share of 
the buy-out for that year, but these members will not count toward the 7, 9, or 10 or calculation 
for sharing the savings. 
Tax Sheltered Annuity Program - The Board will continue to offer the tax sheltered annuities 
program as defined under Section 403(b) of the Internal Revenue Code as in previous years, and 
the New York State Deferred Compensation Plan as defined under Section 457 (b) of the Internal 
Revenue Code. 
Direct Deposit - Arrangements for direct deposits from the pay of each teacher requesting same 
for deposits to the Cornell Finger Lakes Credit Union or other banking institutions will be 
provided through the school district payroll office. 
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Schedule of Pay for Credit Hours - Credit hours held by the teaching staff as of September 1 of 
each school year shall be paid for in October of that year. Any credit hours subsequently earned 
during the period of September 1 - January 31 shall be paid for in February of that school year. 
All credit hours earned after January 31 shall be paid for the following year in October. 
Graduate Credit Hour Remuneration - All graduate credit hours earned prior to June 30, 1983 
will be paid at $25.00 per hour. All graduate hours earned subsequent to July 1, 1983 will be 
paid at $35.00 per hour. 
Members of the teaching staff shall receive payment for all credit hours they hold refiardless of 
the fact they did not earn them while employed by the Board of Education at Groton. 
Curriculum Work and Professional Development - Teachers who receive prior approval from the 
Superintendent to perform, outside of the regular school day, either curriculum work or 
professional development shall be paid at the rate set forth in the Regional BOCES School 
Improvement COSER. 
Approved teacher trainers shall receive either a substitute teacher for their preparation time or 
will be paid for their preparation time. Preparation time is calculated at 2 hours of preparation 
time for each hour of instructional time, at the rate set forth in the Regional BOCES School 
Improvement COSER. Such work shall be performed outside of the regular school day. 
Kindergarten teachers - Kindergarten teachers will make home visits or arrange an open 
house/reception meeting for parents and Kindergarten teachers. This open house/ reception or 
home visits will be held prior to the start of the school year. All Kindergarten teachers will be 
paid for their efforts. The building principal will approve hours on an individual basis. 
BOUNCE, Sixth Grade Summer School, Summer Driver's Education - BOUNCE teachers, Sixth 
Grade Summer School teachers and the Summer Driver's Education Teacher shall be paid $30.00 
per hour. 
Guidance Counselors shall work an extra half hour at the end of each workday, for a total work 
day of 7.5 hours. In consideration, the District will annually compensate the Guidance Counselor 
an additional 4.0% of his/her base salary, but not added to the base salary. 
Salary example: A Guidance Counselor who has a base salary of $50,000.00 for the 2009-2010 
school year will receive an additional 4.0%. ($50,000.00 * 1.04 = $52,000.00.) The additional 
$2,000.00 is not added to the base salary for 2010-2011. 
Guidance Counselors shall be eleven month employees, and shall be required to work twenty 
(20) days, seven (7.0) hours per day, between the last scheduled workday for teachers in June and 
the first scheduled workday for teachers in the next school year, as mutually scheduled between 
the Guidance Counselor and his/her Principal. In consideration, Guidance Counselors shall 
receive an extra 10% of their base salary for this extended work year. A pay deduction shall 
occur on any scheduled workday in the summer that is not worked or covered by leave accruals. 
Example: For the twenty (20) workdays, the Guidance Counselor shall receive $5,000.00 
($50,000.00 * 10% = $5,000.00). 
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K. School psychologists shall work an extra half hour at the end of each workday, for a total work 
day of 7.5 hours. In consideration, the District will annually compensate the School Psychologist 
an additional 4.0% of his/her base salary, but not added to the base salary. 
Salary example: A School Psychologist who has a base salary of $50,000.00 for the 2009-2010 
school year will receive an additional 4.0%. ($50,000.00 * 1.04 = $52,000.00.) The additional 
$2,000.00 is not added to the base salary for 2010-2011. 
School Psychologists can be required to work up to five (5) additional days between the last 
scheduled workday for teachers in June and the first scheduled workday for teachers in the next 
school year, as mutually scheduled between the School Psychologist and his/her Principal. 
School Psychologists shall be paid the rate set forth in the Regional BOCES School Improvement 
COSER for their hours worked during the summer. 
L. Non-Resident Students 
Any teacher who resides outside of the District who enrolls a child in the District's schools shall 
pay the following tuition: 
High School or Middle School $885.00 per year 
Elementary $440.00 per year 
Teachers who reside outside of the District who have children enrolled in the District's schools 
prior to July 1, 2009, shall be permitted to allow their children to attend or enroll in the District's 
schools under the grandfather conditions previously set by the Board of Education. 
ARTICLE XXIV 
Salaries 
Each returning unit member shall receive, including step increment, three and one-half percent (3.5%) 
increase above his/her 2008-2009 base salary for 2009-2010. (The base wage does not include the 
payment for graduate hours). 
Each returning unit member shall receive, including step increment, a three and one-half percent 
(3.5%) increase above his/her 2009-2010 base salary for 2010-2011. 
Each returning unit member shall receive, including step increment, a three and one-half percent 
(3.5%) increase above his/her 2010-2011 base salary for 2011-2012. 
Each returning unit member shall receive, including step increment, a three and one-half percent 
(3.5%) increase above his/her 2010-2011 base salary for 2012-2013. 
See Appendix 2 for Salary Schedules. 
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ARTICLE XXV 
Grievance Procedure 
In order to establish a more harmonious and cooperative relationship between teachers, 
administrators, and members of the Board of Education, which will enhance the educational program 
of Groton Central School, it is the purpose of the following procedures to provide a means for an 
orderly settlement of differences, promptly and fairly as they arise, and to assure equitable and proper 
treatment of teachers pursuant to established rules, regulations, and policies of the District. 
Grievance Procedure and Resolution of Association-Board Disagreements 
A. Intent: It is the intent of these procedures to provide for the orderly settlement of differences in a 
fair and equitable manner. The resolution of a grievance at the earliest possible stage is 
encouraged. 
B. Grievance: A grievance is a wrong, real or fancied, within the terms and conditions of the 
contract, held by a teacher or a group of teachers, including the Association, to be the result of 
action of the Board and/or its representatives. Arbitration will be restricted to matters of 
interpretation and application of the contract. 
C. Procedures 
1. Nothing contained herein will be construed as limiting the right of any teacher(s) having a 
grievance to discuss the matter informally with any member of the Administration and to 
adjust the grievance in a way mutually acceptable to the teacher(s) and the Administration. 
Such adjustments need not however be considered as a precedent for future cases. 
2. A teacher who has a grievance may, if he/she wishes, ask the Association Grievance 
Committee or other representatives to assist him/her, advise him/her, or to represent 
him/her, or to refrain, at any stage in the adjustment of his/her grievance. 
3. A grievance can be instituted only by a teacher or a group of teachers. 
4. The board and the Association agree to facilitate any investigation which may be required 
and to make available relevant documents and record concerning the alleged grievance. 
5. Should the investigation or processing of any grievance require that a teacher or an 
Association representative be released from his/her regular assignment, he/she shall be 
released without loss of pay or benefits. 
6. No reprisals of any kind will be taken by the Board or the school Administration against 
any teacher because of his/her participation in this grievance procedure. 
7. All documents and records dealing with the processing of a grievance shall be preserved. 
(See Appendix for Grievance Statement Form) 
D. Time Limits 
1. A day refers to a teaching day when school is in regular session. 
2. The time limits specified in this article may be extended only by mutual agreement. 
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3. All alleged grievances shall be brought to the attention of the appropriate administrator by 
any aggrieved party within ten (10) days of the time the aggrieved party knew of the act or 
conditions involved. 
4. If the decision at one stage is not appealed to the next stage of the procedure within the time 
limit specified, the grievance will be deemed to be discontinued and further appeal under 
this agreement will be barred. 
5. In the event a grievance is filed on or after June 1, upon the request by or on behalf of the 
alleged party, the time limits set forth herein will be reduced pro rata so that the grievance 
procedure can be exhausted prior to the end of the school term or as soon thereafter as 
possible. 
E. Stages of the Procedure 
1. Any aggrieved party will discuss its alleged grievance with the administrator immediately 
responsible, with the objective of resolving informally, or if the aggrieved party wishes to 
appeal the decision of the administrator consulted, the aggrieved party will proceed as 
follows: 
2. The aggrieved party will present in written form the matter of grievance to the appropriate 
administrator responsible. The written report shall include the names of all personnel 
relevant to the alleged grievance, the times and places involved, a general statement of the 
nature of the grievance, the redress sought by the aggrieved party, and the steps taken by 
aggrieved party up to the time of submission of the written report. The Building Principal 
shall render a written decision on the grievance within five (5) days after receipt of the 
complaint. If an appeal from Building Principal's decision is desired, such appeal must be 
requested in writing to the Superintendent within five (5) days following the decision of 
Building Principal. 
3. Within five (5) days of the receipt of a written appeal from an aggrieved party, the 
Superintendent shall hold a hearing with the aggrieved party and any representatives the 
party designates. The Superintendent shall render a decision within five (5) days of the 
hearing. (Step 3 to be eliminated if the appropriate administrator is the Superintendent.) 
4. If the aggrieved party is not satisfied with the decision at Stage 3, above, an appeal shall be 
filed in writing with the Board within five (5) days after the decision at Stage 3. The Board 
shall hold a hearing on the grievance in executive session to include parties of interest 
within fifteen (15) days of receipt of the written appeal. The Board shall render a decision 
in writing on the grievance within five (5) days of the hearing. The Building Principal may 
be present at this meeting. 
5. Fifth Stage 
a. In the event the aggrieved party is not satisfied with the decision of the Board in Stage 
4, above, it may, within ten (10) days, submit the grievance to arbitration by written 
notice to the Board. 
b. Within five (5) days from the written notice, the aggrieved party and the Board will 
agree upon a mutually acceptable arbitrator and obtain a commitment from such 
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arbitrator to serve. If the parties are unable to agree upon an arbitrator or to obtain 
such a commitment within the five-day period, a request for a list of arbitrators may 
be made to the American Arbitrator Association or the NYS Public Employment 
Relations Board (PERB) by either party. The parties will be bound by the rules and 
procedures of the American Arbitration Association. 
c. The arbitrator shall have no power or authority to make any decision which requires 
the commission of an act prohibited by law or which is violative of the contractual 
agreement. 
d. The decision of the arbitrator shall be final and binding upon all parties with respect to 
interpretation of contract provisions affecting conditions of employment. 
e. The cost of the services of the arbitrator will be borne equally by the Board and the 
Association. 
ARTICLE XXVI 
Tenure Charges 
The following shall apply to teachers who enjoy the benefits of tenure. 
A. Where the Groton Board of Education prefers tenure charges against a tenured teacher pursuant 
to 3012 and 3020-a of the New York Education Law, the Board shall set forth in writing the 
discipline it would institute should the tenured teacher waive his or her right to a hearing as 
hereinafter provided. 
B. Service of the tenure charges will be made by certified mail or in person by the Superintendent or 
his authorized designee. Such notice shall further advise the employee that, within ten (10) 
school days of receipt of such notice, the tenured teacher can accept the penalty or alternatively 
file an appeal challenging the tenure charges. Any appeal and hearing will be made exclusively 
pursuant to subsection C of this article. If the teacher does not choose to appeal, within ten (10) 
school days of receipt of such notice, then the teacher shall have waived his or her right to any 
hearing. If the teacher does not appeal the charges in timely fashion, it is understood that the 
teacher agrees with the charges and agrees to accept the discipline proposed by the Board of 
Education. 
C. If the teacher desires a hearing he/she (or his/her representative) must file a written appeal with 
the Superintendent within ten (10) school days of receipt of such notice. Thereafter, within ten 
(10) school days, the teacher (or representative) must file a demand for arbitration with the 
American Arbitration Association. The parties agree to follow the procedures of the American 
Arbitration Association in the selection of the arbitrator. The Association and the District shall 
each pay one-half of the arbitrator's billing and American Arbitration Association charges. If the 
tenured teacher elects to have a hearing then the hearing shall proceed on the basis of the charges, 
however, the Board's proposed discipline will not be disclosed to the arbitrator. 
D. If the tenured teacher is suspended, such suspension shall be with or without pay in accordance 
with the law in effect at the time of the suspension. 
E. The tenured teacher waives all rights to proceed under Section 3020-a of the New York 
Education Law or in any other forum, except as set forth in paragraph C. 
F. The arbitration is authorized to find that there is: 
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a. no just cause for action taken against the teacher and direct that all references to the matter 
be removed from the personnel file; or 
b. just cause for taking action against the teacher and, in such event, the arbitrator may direct a 
penalty that he deems appropriate even if that penalty is different than those specified in 
3020-a. 
G. The findings and penalty arrived at by the arbitrator shall be final and binding on all parties and 
no review of the arbitrator's decision will be undertaken, except as provided in Article 75 of the 
Civil Practice Law and Rules (unless the Article 75 provisions are waived by the mutual consent 
in writing of the parties). 
H. The provisions of this Article shall not be subject to the grievance procedure contained in this 
contract except where the District has violated the procedural aspects of this article. 
ARTICLE XXVII 
Miscellaneous 
A. Saving Clause - If any provision of this Agreement or any application of the Agreement to any 
employee or group of employees shall be found to be contrary to law, then such a provision or 
application shall not be deemed valid and subsisting, except to the extent permitted by law, and 
all other provisions or applications will continue in full force and effect. 
B. Agreement Constitutes Policy - This Agreement constitutes Board and Association policy for 
the term of said Agreement, and the Board and Association will carry out the commitments 
contained herein and give them full force and effect. 
C. Public Involvement - The parties agree that parental and public understanding, involvement, and 
cooperation are necessary to the development and improvement of public education and the 
school system. 
D. School Closings Because of Weather or Epidemic -
1. In the event that schools are closed because of excessive pupil absences or epidemic-type 
illnesses, teachers will be excused from all duties without loss of pay or leave, and will not 
be required to return to duty until school is reopened for pupil attendance. 
In the event that schools are closed by reason of inclement weather, the teachers will be 
similarly excused. 
The dates which must be made up to meet state minimums will be determined by the 
Superintendent after consultation with the Association. 
ARTICLE XXVIII 
Extra-Curricular Activities 
A. Purpose: 
Extra activities offer students enrichment opportunities to pursue personal interests and to 
develop talents. Extra activities fall into two categories: extra-curriculars and clubs. 
B. Process: 
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Annually, the Educational Program Committee (EPC) reviews the list of extra-curriculars and 
clubs. EPC may decide to add or drop a club based on student interest and participation. Once a 
club is dropped, it must be piloted to be reinstated. Extra-curriculars do not need to be piloted, 
even if they don't run for a year. The list is then posted and successful applicants are 
recommended to the Board of Education for an annual appointment. 
Piloting a Club: 
To establish a new club, a request to pilot the club for one year is made to the Building Principal 
by September 15 using the Piloting form (See Appendix 6). Approval by the EPC is required to 
pilot the club. If the pilot is successful, the club would become an established club the following 
year, provided there is enough money to support the salary of the club advisor. 
Finances: 
Each extra-curricular/club advisor is paid a stipend established in this contract (See Appendix 4). 
When a new club is established, the costs cannot exceed the total budgeted amount for extra-
curricular activities. On occasion, two people would like to share the position. Co-advisors are 
established and the stipend is shared 50-50. All fundraising activities are scheduled and must 
run through the Central Activities Treasurer except for the School Store. Extra-curricular/club 
advisors must follow all financial guidelines for extra-curricular accounts. The School Business 
Manager can review the procedures with advisors. Following the procedures is critical for the 
District's financial audits and serves to protect the advisors. 
Roles and Responsibilities (non-athletic) 
a. to serve as a role model 
b. to provide additional opportunities to students, to hold meetings and/or events outside the 
work day (i.e., before school, conference times, lunch, after school or weekends) 
c. to follow all fundraising and accounting guidelines for extra-curricular activities 
d. to meet regularly and to take attendance 
e. to assist the participants in planning, implementing and evaluating a range of activities 
f. see job description for specific content 
g. expectations: 
1. hold a minimum of seven meetings or activities 
2. minimum of six participants 
3. minimum of one major project, event or performance 
failure to meet one of these expectations may result in the required development of an 
improvement plan 
failure to meet two or more of these expectations - the advisor may not be recommended 
or the club may be discontinued 
Evaluation & Programming Summary: 
Advisors are evaluated annually by the Building Principal (See Appendix 6). 
Timeline: 
a. September - January 
1. requests are made for proposed clubs or pilots 
2. these clubs do not receive a stipend in the piloting phase 
b. January - February 
1. Leadership Team reviews list and revises the posting the next year 
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2. EPC reviews list and revises 
c. March — April 
1. positions are posted 
d. May - June 
1. BOE appoints 
2. advisors are notified 
3. salary notices generated 
e. June 
1. current advisors submit program summary/evaluation 
2. administrators complete evaluation 
Any positions not filled will be reposted if interest warrants 
Administration's Right to Cancel Athletic Activity - The Administration reserves the right to 
cancel an athletic activity if it deems that the number of students participating does not justify the 
continuance of the activity. Should an athletic activity be canceled, the salaries paid shall be 
diverted to equipment and/or supplies for students and spent that same school year. 
The Association recognizes the fact that the athletic and non-athletic schedules have never been 
fully funded. 
Unit members who are annually appointed to any extra curricular position will be evaluated 
annually. 
Post-Season Award - The District shall allocate for each year of this agreement $2,500.00 as a 
total pool of money that can be awarded to coaches who reach post-season play. The post-season 
compensation schedule is attached as Appendix 7. 
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ARTICLE XXIX 
Extra-Curricular Pay Schedule - Athletic 
2009-2010 The Extra-Curricular Athletic Pay schedule shall be based 
upon a salary of $37,964.00. 
See Schedule in Appendix 3. 
2010-2011 Effective July 1,2010, the Extra-Curricular Athletic pay 
rates shall be increased by three and one-half percent 
(3.5%) (Base salary of $39,293.00). 
See Schedule in Appendix 3. 
2011-2012 Effective July 1, 2011, the Extra-Curricular Athletic pay 
rates shall be increased by three and one-half percent 
(3.5%) (Base salary of $40,668.00). 
See Schedule in Appendix 3. 
2012-2013 Effective July 1, 2012, the Extra-Curricular Athletic pay 
rates shall be increased by three and one-half percent 
(3.5%) (Base salary of $42,091.00). 
See Schedule in Appendix 3. 
Any person coaching more than one sport per year will receive an extra $100. 
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ARTICLE XXX 
Extra-Curricular Pay Schedule - Non-Athletic 
2009-2010 Effective July 1, 2009, the Extra-Curricular Non-Athletic 
pay rates shall be increased by three and one-half percent 
(3.5%). 
See Schedule in Appendix 4 
2010-2011 Effective July 1, 2010, the Extra-Curricular Non-Athletic 
pay rates shall be increased by three and one-half percent 
(3.5%). 
Schedule will be adjusted and posted. 
2011 -2012 Effective July 1, 2011, the Extra-Curricular Non-Athletic 
pay rates shall be increased by three and one-half percent 
(3.5%). 
Schedule will be adjusted and posted. 
2012-2013 Effective July 1, 2012, the Extra-Curricular Non-Athletic 
pay rates shall be increased by three and one-half percent 
(3.5%). 
Schedule will be adjusted and posted. 
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ARTICLE XXXI 
Duration 
This Agreement shall be in effect as of July 1, 2009 and shall continue in effect through June 
30,2013. 
TRACIE JOHNSTONE BRENDA W. MYERS, Ed.D. 
President of the Association Superintendent of Schools 
Dated: Dated: 
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APPENDIX 1 
Years of 
Experience 
less than 1 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 
28 
29 
30 
31 
32 
33 
34 
35 
36 
37 
38 
39 
40 
41 
42 
43 
44 
45 
46 
47 
48 
Step 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 
28 
29 
30 
31 
32 
33 
34 
35 
36 
37 
38 
39 
40 
41 
42 
43 
44 
45 
46 
47 
48 
49 
50 
2009-2010 
A 
37,279 
37,779 
38,318 
38,877 
39,461 
40,069 
40,703 
41,362 
42,179 
43,028 
43,914 
44,833 
45,794 
46,969 
48,609 
49,993 
51,331 
52,649 
53,953 
55,257 
56,561 
57,865 
59,166 
60,172 
60,991 
61,549 
62,258 
64,430 
66,937 
68,290 
69,594 
70,895 
72,198 
73,502 
74,804 
76,108 
77,409 
78,713 
80,015 
81,317 
82,619 
83,922 
85,223 
86,525 
87,826 
89,000 
92,560 
-
B 
Accumulated 
30 credits 
38,982 
39,482 
40,021 
40,580 
41,164 
41,772 
42,406 
43,064 
43,881 
44,731 
45,616 
46,535 
47,497 
48,671 
50,312 
51,696 
53,033 
54,352 
55,656 
56,960 
58,263 
59,568 
60,868 
61,874 
62,694 
63,250 
63,961 
66,133 
68,640 
69,993 
71,295 
72,598 
73,901 
75,205 
76,506 
77,810 
79,112 
80,416 
81,717 
83,020 
84,322 
85,623 
86,926 
88,227 
89,528 
90,703 
94,331 
-
C 
Accumulated 
60 credits 
40,412 
40,912 
41,450 
42,010 
42,593 
43,201 
43,835 
44,494 
45,311 
46,160 
47,046 
47,965 
48,927 
50,101 
51,743 
53,126 
54,464 
55,781 
57,087 
58,390 
59,693 
60,999 
62,299 
63,304 
64,123 
64,681 
65,390 
67,562 
70,070 
71,422 
72,726 
74,028 
75,331 
76,634 
77,937 
79,240 
80,542 
81,845 
83,148 
84,450 
85,751 
87,054 
88,355 
89,658 
90,958 
92,132 
95,818 
4U 
-
2010-2011 
A 
38,084 
38,584 
39,102 
39,659 
40,238 
40,842 
41,471 
42,128 
42,809 
43,655 
44,534 
45,451 
46,402 
47,397 
48,613 
50,310 
51,743 
53,128 
54,492 
55,842 
57,191 
58,540 
59,890 
61,237 
62,278 
63,126 
63,703 
64,437 
66,685 
69,280 
70,680 
72,029 
73,376 
74,725 
76,075 
77,423 
78,772 
80,119 
81,468 
82,816 
84,163 
85,511 
86,859 
88,206 
89,554 
90,900 
92,115 
95,799 
-
B 
Accumulated 
30 credits 
39,847 
40,347 
40,864 
41,421 
42,001 
42,604 
43,234 
43,890 
44,571 
45,416 
46,296 
47,212 
48,164 
49,160 
50,374 
52,073 
53,506 
54,889 
56,254 
57,604 
58,953 
60,303 
61,653 
62,999 
64,039 
64,888 
65,464 
66,199 
68,448 
71,042 
72,443 
73,791 
75,139 
76,488 
77,837 
79,184 
80,533 
81,881 
83,230 
84,577 
85,925 
87,273 
88,620 
89,968 
91,315 
92,662 
93,877 
97,633 
-
C 
Accumulated 
60 credits 
41,326 
41,826 
42,344 
42,901 
43,480 
44,084 
44,713 
45,370 
46,051 
46,897 
47,776 
48,693 
49,644 
50,639 
51,855 
53,554 
54,985 
56,370 
57,734 
59,085 
60,434 
61,782 
63,133 
64,479 
65,520 
66,368 
66,945 
67,679 
69,927 
72,523 
73,922 
75,271 
76,619 
77,967 
79,316 
80,665 
82,014 
83,361 
84,710 
86,058 
87,406 
88,753 
90,101 
91,448 
92,796 
94,141 
95,357 
99,172 
-
Years of 
Experience 
less than 1 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 
28 
29 
30 
31 
32 
33 
34 
35 
36 
37 
38 
39 
40 
41 
42 
43 
44 
45 
46 
47 
48 
49 
Step 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
23 
24 
25 
26 
27 
28 
29 
30 
31 
32 
33 
34 
35 
36 
37 
38 
39 
40 
41 
42 
43 
44 
45 
46 
47 
48 
49 
50 
51 
A 
38,917 
39,417 
39,935 
40,470 
41,047 
41,646 
42,271 
42,923 
43,602 
44,308 
45,183 
46,093 
47,042 
48,026 
49,056 
r
 50,314 
52,071 
53,554 
54,987 
56,399 
57,796 
59,193 
60,589 
61,987 
63,381 
64,458 
65,335 
65,932 
66,692 
69,019 
71,705 
73,154 
74,550 
75,944 
77,341 
78,737 
80,132 
81,529 
82,923 
84,319 
85,714 
87,108 
88,504 
89,899 
91,293 
92,688 
94,081 
95,339 
99,152 
2011-2012 
B 
Accumulated 
30 credits 
40,741 
41,241 
41,759 
42,294 
42,871 
43,471 
44,096 
44,747 
45,426 
46,131 
47,006 
47,917 
48,865 
49,849 
50,880 
52,137 
53,895 
55,378 
56,810 
58,223 
59,620 
61,017 
62,413 
63,811 
65,204 
66,281 
67,159 
67,755 
68,516 
70,843 
73,529 
74,978 
76,373 
77,769 
79,165 
80,561 
81,955 
83,352 
84,747 
86,143 
87,537 
88,933 
90,328 
91,722 
93,117 
94,511 
95,905 
97,163 
101,050 
C 
Accumulated 
60 credits 
42,273 
42,773 
43,290 
43,826 
44,402 
45,002 
45,627 
46,278 
46,957 
47,663 
48,538 
49,448 
50,397 
51,382 
52,411 
53,669 
55,428 
56,910 
58,343 
59,754 
61,153 
62,549 
63,944 
65,343 
66,736 
67,813 
68,690 
69,288 
70,048 
72,375 
75,061 
76,509 
77,906 
79,301 
80,696 
82,093 
83,488 
84,884 
86,278 
87,675 
89,070 
90,465 
91,859 
93,254 
94,648 
96,044 
97,436 
98,694 
102,643 
A 
39,779 
40,279 
40,797 
41,332 
41,887 
42,484 
43,104 
43,751 
44,425 
45,128 
45,859 
46,764 
47,706 
48,688 
49,707 
50,773 
52,075 
53,894 
55,429 
56,912 
58,373 
59,819 
61,264 
62,710 
64,156 
65,599 
66,714 
67,622 
68,240 
69,026 
71,435 
74,214 
75,714 
77,160 
78,602 
80,048 
81,493 
82,937 
84,382 
85,825 
87,270 
88,714 
90,157 
91,601 
93,045 
94,488 
95,932 
97,374 
98,676 
102,623 
2012-2013 
B 
Accumulated 
30 credits 
41,667 
42,167 
42,685 
43,220 
43,775 
44,372 
44,992 
45,639 
46,313 
47,016 
47,745 
48,651 
49,594 
50,575 
51,594 
52,661 
53,962 
55,782 
57,317 
58,799 
60,261 
61,707 
63,152 
64,598 
66,044 
67,486 
68,600 
69,510 
70,127 
70,914 
73,323 
76,102 
77,602 
79,046 
80,490 
81,936 
83,381 
84,824 
86,269 
87,713 
89,158 
90,601 
92,045 
93,489 
94,932 
96,376 
97,819 
99,262 
100,564 
104,587 
C 
Accumulated 
60 credits 
43,252 
43,752 
44,270 
44,805 
45,360 
45,956 
46,577 
47,224 
47,898 
48,601 
49,331 
50,237 
51,179 
52,161 
53,180 
54,246 
55,548 
57,368 
58,901 
60,385 
61,846 
63,293 
64,738 
66,183 
67,630 
69,072 
70,186 
71,095 
71,713 
72,499 
74,908 
77,688 
79,187 
80,632 
82,077 
83,521 
84,966 
86,410 
87,855 
89,298 
90,743 
92,187 
93,631 
95,074 
96,518 
97,961 
99,405 
100,847 
102,149 
106,235 
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APPENDIX 2 
GROTON CENTRAL SCHOOL DISTRICT 
Grievance Statement 
Name of Complainant 
Building Department 
Date of Grievance 
Remedy Sought: 
Please state the Article, Section and/or paragraph of the Agreement which is being Grieved: 
Employee's Signature 
Date of Filing 
Fill out in triplicate and distribute to: 
1. Building Principal 
2. President of Association 
3. Grievant 
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APPENDIX 3 
2009-2010 EXTRA-CURRICULAR PAY SCHEDULE - Athletic 
Base Salary 37,964 
Baseball 
Baseball 
Baseball 
Basketball 
Basketball 
Basketball 
Basketball 
Basketball 
Basketball 
Basketball 
Basketball 
Bowling 
Cheerleading 
Cheerleading 
Cheerleading 
Cross Country 
Cross Country 
Football 
Football 
Football 
Football 
Football 
Football 
Golf 
Soccer 
Soccer 
Soccer 
Soccer 
Soccer 
Softball 
Softball 
Softball 
Track 
Track 
Track 
Track 
Track 
Volleyball 
Volleyball 
Volleyball 
Volleyball 
Wrestling 
Wrestling 
Wrestling 
7th & 8th 
JV 
Varsity 
Boys 7th 
Boys 8th 
Boys JV 
Boys Varsity 
Girls 7th 
Girls 8th 
Girls JV 
Girls Varsity 
Girls & Boys 
Basketball 
Basketball 
Football 
7th & 8th 
Varsity 
Asst. JV 
Asst. Modified 
Asst. Varsity 
Head JV 
Head 
Modified 
Head Varsity 
Varsity 
Girls Modified 
Girls JV 
Girls Varsity 
Boys Modified 
Boys Varsity 
7th & 8th 
JV 
Varsity 
Asst. Varsity 
Boys Varsity 
Girls Varsity 
7th & 8th 
Winter 
7th 
8th 
JV 
Varsity 
Modified 
JV 
Varsity 
4.0% 
6.0% 
8.0% 
4.0% 
4.0% 
7.0% 
11.0% 
4.0% 
4.0% 
7.0% 
11.0% 
4.0% 
4.5% 
4.5% 
4.0% 
4.0% 
8.0% 
6.0% 
4.0% 
7.0% 
7.0% 
4.5% 
11.0% 
6.0% 
4.0% 
6.0% 
8.0% 
4.0% 
8.0% 
4.0% 
6.0% 
8.0% 
6.0% 
8.0% 
8.0% 
4.0% 
8.0% 
4.0% 
4.0% 
6.0% 
8.0% 
4.0% 
7.0% 
11.0% 
Level 
1 
1,519 
2,278 
3,037 
1,519 
1,519 
2,657 
4,176 
1,519 
1,519 
2,657 
4,176 
1,519 
1,708 
1,708 
1,519 
1,519 
3,037 
2,278 
1,519 
2,657 
2,657 
1,708 
4,176 
2,278 
1,519 
2,278 
3,037 
1,519 
3,037 
1,519 
2,278 
3,037 
2,278 
3,037 
3,037 
1,519 
3,037 
1,519 
1,519 
2,278 
3,037 
1,519 
2,657 
4,176 
5.0% 
7.0% 
10.0% 
5.0% 
5.0% 
8.0% 
13.0% 
5.0% 
5.0% 
8.0% 
13.0% 
5.0% 
5.5% 
5.5% 
5.0% 
5.0% 
10.0% 
7.0% 
5.0% 
8.0% 
8.0% 
5.5% 
13.0% 
7.0% 
5.0% 
7.0% 
10.0% 
5.0% 
10.0% 
5.0% 
7.0% 
10.0% 
7.0% 
10.0% 
10.0% 
5.0% 
10.0% 
5.0% 
5.0% 
7.0% 
10.0% 
5.0% 
8.0% 
13.0% 
Level 
2 
1,898 
2,657 
3,796 
1,898 
1,898 
3,037 
4,935 
1,898 
1,898 
3,037 
4,935 
1,898 
2,088 
2,088 
1,898 
1,898 
3,796 
2,657 
1,898 
3,037 
3,037 
2,088 
4,935 
2,657 
1,898 
2,657 
3,796 
1,898 
3,796 
1,898 
2,657 
3,796 
2,657 
3,796 
3,796 
1,898 
3,796 
1,898 
1,898 
2,657 
3,796 
1,898 
3,037 
4,935 
6.0% 
8.0% 
12.0% 
6.0% 
6.0% 
10.0% 
15.0% 
6.0% 
6.0% 
10.0% 
15.0% 
6.0% 
6.5% 
6.5% 
6.0% 
6.0% 
12.0% 
9.0% 
6.0% 
10.0% 
10.0% 
6.5% 
15.0% 
8.0% 
6.0% 
8.0% 
12.0% 
6.0% 
12.0% 
6.0% 
8.0% 
12.0% 
8.0% 
12.0% 
12.0% 
6.0% 
12.0% 
6.0% 
6.0% 
8.0% 
12.0% 
6.0% 
10.0% 
15.0% 
Level 
3 
2,278 
3,037 
4,556 
2,278 
2,278 
3,796 
5,695 
2,278 
2,278 
3,796 
5,695 
2,278 
2,468 
2,468 
2,278 
2,278 
4,556 
3,417 
2,278 
3,796 
3,796 
2,468 
5,695 
3,037 
2,278 
3,037 
4,556 
2,278 
4,556 
2,278 
3,037 
4,556 
3,037 
4,556 
4,556 
2,278 
4,556 
2,278 
2,278 
3,037 
4,556 
2,278 
3,796 
5,695 
7.0% 
9.0% 
13.0% 
7.0% 
7.0% 
11.0% 
16.0% 
7.0% 
7.0% 
11.0% 
16.0% 
7.0% 
7.5% 
7.5% 
7.0% 
7.0% 
13.0% 
10.0% 
7.0% 
11.0% 
11.0% 
7.5% 
16.0% 
9.0% 
7.0% 
9.0% 
13.0% 
7.0% 
13.0% 
7.0% 
9.0% 
13.0% 
9.0% 
13.0% 
13.0% 
7.0% 
13.0% 
7.0% 
7.0% 
9.0% 
13.0% 
7.0% 
11.0% 
16.0% 
Level 
3A 
2,657 
3,417 
4,935 
2,657 
2,657 
4,176 
6,074 
2,657 
2,657 
4,176 
6,074 
2,657 
2,847 
2,847 
2,657 
2,657 
4,935 
3,796 
2,657 
4,176 
4,176 
2,847 
6,074 
3,417 
2,657 
3,417 
4,935 
2,657 
4,935 
2,657 
3,417 
4,935 
3,417 
4,935 
4,935 
2,657 
4,935 
2,657 
2,657 
3,417 
4,935 
2,657 
4,176 
6,074 
8.0% 
10.0% 
14.0% 
8.0% 
8.0% 
12.0% 
17.0% 
8.0% 
8.0% 
12.0% 
17.0% 
8.0% 
8.5% 
8.5% 
8.0% 
8.0% 
14.0% 
11.0% 
8.0% 
12.0% 
12.0% 
8.5% 
17.0% 
10.0% 
8.0% 
10.0% 
14.0% 
8.0% 
14.0% 
8.0% 
10.0% 
14.0% 
10.0% 
14.0% 
14.0% 
8.0% 
14.0% 
8.0% 
8.0% 
10.0% 
14.0% 
8.0% 
12.0% 
17.0% 
Level 
3B 
3,037 
3,796 
5,315 
3,037 
3,037 
4,556 
6,454 
3,037 
3,037 
4,556 
6,454 
3,037 
3,227 
3,227 
3,037 
3,037 
5,315 
4,176 
3,037 
4,556 
4,556 
3,227 
6,454 
3,796 
3,037 
3,796 
5,315 
3,037 
5,315 
3,037 
3,796 
5,315 
3,796 
5,315 
5,315 
3,037 
5,315 
3,037 
3,037 
3,796 
5,315 
3,037 
4,556 
6,454 
Actual payments will be limited to 3.5% more than 2008-09 payments. 
Level 1 = 0-1 yrs of experience; Level 2 = 2-5 yrs of experience; Level 3 =6 or more of experience; Level 3A = 10 consecutive yrs 
experience at Groton in the same sport; Level 3B = 15 consecutive yrs of experience at Groton in the same sport. 
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2010-2011 EXTRA-CURRIC 
Base Salary 37,964 
Baseball 
Baseball 
Baseball 
Basketball 
Basketball 
Basketball 
Basketball 
Basketball 
Basketball 
Basketball 
Basketball 
Bowling 
Cheerleading 
Cheerleading 
Cheerleading 
Cross Country 
Cross Country 
Football 
Football 
Football 
Football 
Football 
Football 
Golf 
Soccer 
Soccer 
Soccer 
Soccer 
Soccer 
Softball 
Softball 
Softball 
Track 
Track 
Track 
Track 
Track 
Volleyball 
Volleyball 
Volleyball 
Volleyball 
Wrestling 
Wrestling 
Wrestling 
7th & 8th 
JV 
Varsity 
Boys 7th 
Boys 8th 
Boys JV 
Boys Varsity 
Girls 7th 
Girls 8th 
Girls JV 
Girls Varsity 
Girls & Boys 
Basketball 
Basketball 
Football 
7th & 8th 
Varsity 
Asst. JV 
Asst. Modified 
Asst. Varsity 
Head JV 
Head 
Modified 
Head Varsity 
Varsity 
Girls Modified 
Girls JV 
Girls Varsity 
Boys Modified 
Boys Varsity 
7th & 8th 
JV 
Varsity 
Asst. Varsity 
Boys Varsity 
Girls Varsity 
7th & 8th 
Winter 
7th 
8th 
JV 
Varsity 
Modified 
JV 
Varsity 
4.0% 
6.0% 
8.0% 
4.0% 
4.0% 
7.0% 
11.0% 
4.0% 
4.0% 
7.0% 
11.0% 
4.0% 
4.5% 
4.5% 
4.0% 
4.0% 
8.0% 
6.0% 
4.0% 
7.0% 
7.0% 
4.5% 
11.0% 
6.0% 
4.0% 
6.0% 
8.0% 
4.0% 
8.0% 
4.0% 
6.0% 
8.0% 
6.0% 
8.0% 
8.0% 
4.0% 
8.0% 
4.0% 
4.0% 
6.0% 
8.0% 
4.0% 
7.0% 
11.0% 
Level 
1 
1,572 
2,358 
3,143 
1,572 
1,572 
2,750 
4,322 
1,572 
1,572 
2,750 
4,322 
1,572 
1,768 
1,768 
1,572 
1,572 
3,143 
2,358 
1,572 
2,750 
2,750 
1,768 
4,322 
2,358 
1,572 
2,358 
3,143 
1,572 
3,143 
1,572 
2,358 
3,143 
2,358 
3,143 
3,143 
1,572 
3,143 
1,572 
1,572 
2,358 
3,143 
1,572 
2,750 
4,322 
5.0% 
7.0% 
10.0% 
5.0% 
5.0% 
8.0% 
13.0% 
5.0% 
5.0% 
8.0% 
13.0% 
5.0% 
5.5% 
5.5% 
5.0% 
5.0% 
10.0% 
7.0% 
5.0% 
8.0% 
8.0% 
5.5% 
13.0% 
7.0% 
5.0% 
7.0% 
10.0% 
5.0% 
10.0% 
5.0% 
7.0% 
10.0% 
7.0% 
10.0% 
10.0% 
5.0% 
10.0% 
5.0% 
5.0% 
7.0% 
10.0% 
5.0% 
8.0% 
13.0% 
LJLAR PAY SCH 
Level 
2 
1,965 
2,750 
3,929 
1,965 
1,965 
3,143 
5,108 
1,965 
1,965 
3,143 
5,108 
1,965 
2,161 
2,161 
1,965 
1,965 
3,929 
2,750 
1,965 
3,143 
3,143 
2,161 
5,108 
2,750 
1,965 
2,750 
3,929 
1,965 
3,929 
1,965 
2,750 
3,929 
2,750 
3,929 
3,929 
1,965 
3,929 
1,965 
1,965 
2,750 
3,929 
1,965 
3,143 
5,108 
6.0% 
8.0% 
12.0% 
6.0% 
6.0% 
10.0% 
15.0% 
6.0% 
6.0% 
10.0% 
15.0% 
6.0% 
6.5% 
6.5% 
6.0% 
6.0% 
12.0% 
9.0% 
6.0% 
10.0% 
10.0% 
6.5% 
15.0% 
8.0% 
6.0% 
8.0% 
12.0% 
6.0% 
12.0% 
6.0% 
8.0% 
12.0% 
8.0% 
12.0% 
12.0% 
6.0% 
12.0% 
6.0% 
6.0% 
8.0% 
12.0% 
6.0% 
10.0% 
15.0% 
EDULE - Athletic 
Level 
3 
2,358 
3,143 
4,715 
2,358 
2,358 
3,929 
5,894 
2,358 
2,358 
3,929 
5,894 
2,358 
2,554 
2,554 
2,358 
2,358 
4,715 
3,536 
2,358 
3,929 
3,929 
2,554 
5,894 
3,143 
2,358 
3,143 
4,715 
2,358 
4,715 
2,358 
3,143 
4,715 
3,143 
4,715 
4,715 
2,358 
4,715 
2,358 
2,358 
3,143 
4,715 
2,358 
3,929 
5,894 
7.0% 
9.0% 
13.0% 
7.0% 
7.0% 
11.0% 
16.0% 
7.0% 
7.0% 
11.0% 
16.0% 
7.0% 
7.5% 
7.5% 
7.0% 
7.0% 
13.0% 
10.0% 
7.0% 
11.0% 
11.0% 
7.5% 
16.0% 
9.0% 
7.0% 
9.0% 
13.0% 
7.0% 
13.0% 
7.0% 
9.0% 
13.0% 
9.0% 
13.0% 
13.0% 
7.0% 
13.0% 
7.0% 
7.0% 
9.0% 
13.0% 
7.0% 
11.0% 
16.0% 
Level 
3A 
2,750 
3,536 
5,108 
2,750 
2,750 
4,322 
6,287 
2,750 
2,750 
4,322 
6,287 
2,750 
2,947 
2,947 
2,750 
2,750 
5,108 
3,929 
2,750 
4,322 
4,322 
2,947 
6,287 
3,536 
2,750 
3,536 
5,108 
2,750 
5,108 
2,750 
3,536 
5,108 
3,536 
5,108 
5,108 
2,750 
5,108 
2,750 
2,750 
3,536 
5,108 
2,750 
4,322 
6,287 
8.0% 
10.0% 
14.0% 
8.0% 
8.0% 
12.0% 
17.0% 
8.0% 
8.0% 
12.0% 
17.0% 
8.0% 
8.5% 
8.5% 
8.0% 
8.0% 
14.0% 
11.0% 
8.0% 
12.0% 
12.0% 
8.5% 
17.0% 
10.0% 
8.0% 
10.0% 
14.0% 
8.0% 
14.0% 
8.0% 
10.0% 
14.0% 
10.0% 
14.0% 
14.0% 
8.0% 
14.0% 
8.0% 
8.0% 
10.0% 
14.0% 
8.0% 
12.0% 
17.0% 
Level 
3B 
3,143 
3,929 
5,501 
3,143 
3,143 
4,715 
6,680 
3,143 
3,143 
4,715 
6,680 
3,143 
3,340 
3,340 
3,143 
3,143 
5,501 
4,322 
3,143 
4,715 
4,715 
3,340 
6,680 
3,929 
3,143 
3,929 
5,501 
3,143 
5,501 
3,143 
3,929 
5,501 
3,929 
5,501 
5,501 
3,143 
5,501 
3,143 
3,143 
3,929 
5,501 
3,143 
4,715 
6,680 
Actual payments will be limited to 3.5% more than 2009-10 payments. 
Level 1 = 0-1 yrs of experience; Level 2 = 2-5 yrs of experience; Level 3 =6 or more of experience; Level 3A = 10 consecutive yrs 
experience at Groton in the same sport; Level 3B = 15 consecutive yrs of experience at Groton in the same sport. 
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2011-2012 EXTRA-CURRIC 
Base Salary 37,964 
Baseball 
Baseball 
Baseball 
Basketball 
Basketball 
Basketball 
Basketball 
Basketball 
Basketball 
Basketball 
Basketball 
Bowling 
Cheerleading 
Cheerleading 
Cheerleading 
Cross Country 
Cross Country 
Football 
Football 
Football 
Football 
Football 
Football 
Golf 
Soccer 
Soccer 
Soccer 
Soccer 
Soccer 
Softball 
Softball 
Softball 
Track 
Track 
Track 
Track 
Track 
Volleyball 
Volleyball 
Volleyball 
Volleyball 
Wrestling 
Wrestling 
Wrestling 
7th & 8th 
JV 
Varsity 
Boys 7th 
Boys 8th 
Boys JV 
Boys Varsity 
Girls 7th 
Girls 8th 
Girls JV 
Girls Varsity 
Girls & Boys 
Basketball 
Basketball 
Football 
7th & 8th 
Varsity 
Asst. JV 
Asst. Modified 
Asst. Varsity 
Head JV 
Head 
Modified 
Head Varsity 
Varsity 
Girls Modified 
Girls JV 
Girls Varsity 
Boys Modified 
Boys Varsity 
7th & 8th 
JV 
Varsity 
Asst. Varsity 
Boys Varsity 
Girls Varsity 
7th & 8th 
Winter 
7th 
8th 
JV 
Varsity 
Modified 
JV 
Varsity 
4.0% 
6.0% 
8.0% 
4.0% 
4.0% 
7.0% 
11.0% 
4.0% 
4.0% 
7.0% 
11.0% 
4.0% 
4.5% 
4.5% 
4.0% 
4.0% 
8.0% 
6.0% 
4.0% 
7.0% 
7.0% 
4.5% 
11.0% 
6.0% 
4.0% 
6.0% 
8.0% 
4.0% 
8.0% 
4.0% 
6.0% 
8.0% 
6.0% 
8.0% 
8.0% 
4.0% 
8.0% 
4.0% 
4.0% 
6.0% 
8.0% 
4.0% 
7.0% 
11.0% 
Level 
1 
1,627 
2,440 
3,253 
1,627 
1,627 
2,847 
4,473 
1,627 
1,627 
2,847 
4,473 
1,627 
1,830 
1,830 
1,627 
1,627 
3,253 
2,440 
1,627 
2,847 
2,847 
1,830 
4,473 
2,440 
1,627 
2,440 
3,253 
1,627 
3,253 
1,627 
2,440 
3,253 
2,440 
3,253 
3,253 
1,627 
3,253 
1,627 
1,627 
2,440 
3,253 
1,627 
2,847 
4,473 
5.0% 
7.0% 
10.0% 
5.0% 
5.0% 
8.0% 
13.0% 
5.0% 
5.0% 
8.0% 
13.0% 
5.0% 
5.5% 
5.5% 
5.0% 
5.0% 
10.0% 
7.0% 
5.0% 
8.0% 
8.0% 
5.5% 
13.0% 
7.0% 
5.0% 
7.0% 
10.0% 
5.0% 
10.0% 
5.0% 
7.0% 
10.0% 
7.0% 
10.0% 
10.0% 
5.0% 
10.0% 
5.0% 
5.0% 
7.0% 
10.0% 
5.0% 
8.0% 
13.0% 
ULAR PAY SCHEDULE - Athletic 
Level 
2 
2,033 
2,847 
4,067 
2,033 
2,033 
3,253 
5,287 
2,033 
2,033 
3,253 
5,287 
2,033 
2,237 
2,237 
2,033 
2,033 
4,067 
2,847 
2,033 
3,253 
3,253 
2,237 
5,287 
2,847 
2,033 
2,847 
4,067 
2,033 
4,067 
2,033 
2,847 
4,067 
2,847 
4,067 
4,067 
2,033 
4,067 
2,033 
2,033 
2,847 
4,067 
2,033 
3,253 
5,287 
6.0% 
8.0% 
12.0% 
6.0% 
6.0% 
10.0% 
15.0% 
6.0% 
6.0% 
10.0% 
15.0% 
6.0% 
6.5% 
6.5% 
6.0% 
6.0% 
12.0% 
9.0% 
6.0% 
10.0% 
10.0% 
6.5% 
15.0% 
8.0% 
6.0% 
8.0% 
12.0% 
6.0% 
12.0% 
6.0% 
8.0% 
12.0% 
8.0% 
12.0% 
12.0% 
6.0% 
12.0% 
6.0% 
6.0% 
8.0% 
12.0% 
6.0% 
10.0% 
15.0% 
Level 
3 
2,440 
3,253 
4,880 
2,440 
2,440 
4,067 
6,100 
2,440 
2,440 
4,067 
6,100 
2,440 
2,643 
2,643 
2,440 
2,440 
4,880 
3,660 
2,440 
4,067 
4,067 
2,643 
6,100 
3,253 
2,440 
3,253 
4,880 
2,440 
4,880 
2,440 
3,253 
4,880 
3,253 
4,880 
4,880 
2,440 
4,880 
2,440 
2,440 
3,253 
4,880 
2,440 
4,067 
6,100 
7.0% 
9.0% 
13.0% 
7.0% 
7.0% 
11.0% 
16.0% 
7.0% 
7.0% 
11.0% 
16.0% 
7.0% 
7.5% 
7.5% 
7.0% 
7.0% 
13.0% 
10.0% 
7.0% 
11.0% 
11.0% 
7.5% 
16.0% 
9.0% 
7.0% 
9.0% 
13.0% 
7.0% 
13.0% 
7.0% 
9.0% 
13.0% 
9.0% 
13.0% 
13.0% 
7.0% 
13.0% 
7.0% 
7.0% 
9.0% 
13.0% 
7.0% 
11.0% 
16.0% 
Level 
3A 
2,847 
3,660 
5,287 
2,847 
2,847 
4,473 
6,507 
2,847 
2,847 
4,473 
6,507 
2,847 
3,050 
3,050 
2,847 
2,847 
5,287 
4,067 
2,847 
4,473 
4,473 
3,050 
6,507 
3,660 
2,847 
3,660 
5,287 
2,847 
5,287 
2,847 
3,660 
5,287 
3,660 
5,287 
5,287 
2,847 
5,287 
2,847 
2,847 
3,660 
5,287 
2,847 
4,473 
6,507 
8.0% 
10.0% 
14.0% 
8.0% 
8.0% 
12.0% 
17.0% 
8.0% 
8.0% 
12.0% 
17.0% 
8.0% 
8.5% 
8.5% 
8.0% 
8.0% 
14.0% 
11.0% 
8.0% 
12.0% 
12.0% 
8.5% 
17.0% 
10.0% 
8.0% 
10.0% 
14.0% 
8.0% 
14.0% 
8.0% 
10.0% 
14.0% 
10.0% 
14.0% 
14.0% 
8.0% 
14.0% 
8.0% 
8.0% 
10.0% 
14.0% 
8.0% 
12.0% 
17.0% 
Level 
3B 
3,253 
4,067 
5,693 
3,253 
3,253 
4,880 
6,914 
3,253 
3,253 
4,880 
6,914 
3,253 
3,457 
3,457 
3,253 
3,253 
5,693 
4,473 
3,253 
4,880 
4,880 
3,457 
6,914 
4,067 
3,253 
4,067 
5,693 
3,253 
5,693 
3,253 
4,067 
5,693 
4,067 
5,693 
5,693 
3,253 
5,693 
3,253 
3,253 
4,067 
5,693 
3,253 
4,880 
6,914 
Actual payments will be limited to 3.5% more than 2010-11 payments. 
Level 1 = 0-1 yrs of experience; Level 2 = 2-5 yrs of experience; Level 3 =6 or more of experience; Level 3A = 10 consecutive yrs 
experience at Groton in the same sport; Level 3B = 15 consecutive yrs of experience at Groton in the same sport. 
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2012-2013 EXTRA-CURRIC 
Base Salary 37,964 
Baseball 
Baseball 
Baseball 
Basketball 
Basketball 
Basketball 
Basketball 
Basketball 
Basketball 
Basketball 
Basketball 
Bowling 
Cheerleading 
Cheerleading 
Cheerleading 
Cross Country 
Cross Country 
Football 
Football 
Football 
Football 
Football 
Football 
Golf 
Soccer 
Soccer 
Soccer 
Soccer 
Soccer 
Softball 
Softball 
Softball 
Track 
Track 
Track 
Track 
Track 
Volleyball 
Volleyball 
Volleyball 
Volleyball 
Wrestling 
Wrestling 
Wrestling 
7th & 8th 
JV 
Varsity 
Boys 7th 
Boys 8th 
Boys JV 
Boys Varsity 
Girls 7th 
Girls 8th 
Girls JV 
Girls Varsity 
Girls & Boys 
Basketball 
Basketball 
Football 
7th & 8th 
Varsity 
Asst. JV 
Asst. Modified 
Asst. Varsity 
Head JV 
Head 
Modified 
Head Varsity 
Varsity 
Girls Modified 
Girls JV 
Girls Varsity 
Boys Modified 
Boys Varsity 
7th & 8th 
JV 
Varsity 
Asst. Varsity 
Boys Varsity 
Girls Varsity 
7th & 8th 
Winter 
7th 
8th 
JV 
Varsity 
Modified 
JV 
Varsity 
4.0% 
6.0% 
8.0% 
4.0% 
4.0% 
7.0% 
11.0% 
4.0% 
4.0% 
7.0% 
11.0% 
4.0% 
4.5% 
4.5% 
4.0% 
4.0% 
8.0% 
6.0% 
4.0% 
7.0% 
7.0% 
4.5% 
11.0% 
6.0% 
4.0% 
6.0% 
8.0% 
4.0% 
8.0% 
4.0% 
6.0% 
8.0% 
6.0% 
8.0% 
8.0% 
4.0% 
8.0% 
4.0% 
4.0% 
6.0% 
8.0% 
4.0% 
7.0% 
11.0% 
Level 
1 
1,684 
2,525 
3,367 
1,684 
1,684 
2,946 
4,630 
1,684 
1,684 
2,946 
4,630 
1,684 
1,894 
1,894 
1,684 
1,684 
3,367 
2,525 
1,684 
2,946 
2,946 
1,894 
4,630 
2,525 
1,684 
2,525 
3,367 
1,684 
3,367 
1,684 
2,525 
3,367 
2,525 
3,367 
3,367 
1,684 
3,367 
1,684 
1,684 
2,525 
3,367 
1,684 
2,946 
4,630 
5.0% 
7.0% 
10.0% 
5.0% 
5.0% 
8.0% 
13.0% 
5.0% 
5.0% 
8.0% 
13.0% 
5.0% 
5.5% 
5.5% 
5.0% 
5.0% 
10.0% 
7.0% 
5.0% 
8.0% 
8.0% 
5.5% 
13.0% 
7.0% 
5.0% 
7.0% 
10.0% 
5.0% 
10.0% 
5.0% 
7.0% 
10.0% 
7.0% 
10.0% 
10.0% 
5.0% 
10.0% 
5.0% 
5.0% 
7.0% 
10.0% 
5.0% 
8.0% 
13.0% 
ULAR PAY SCH 
Level 
2 
2,105 
2,946 
4,209 
2,105 
2,105 
3,367 
5,472 
2,105 
2,105 
3,367 
5,472 
2,105 
2,315 
2,315 
2,105 
2,105 
4,209 
2,946 
2,105 
3,367 
3,367 
2,315 
5,472 
2,946 
2,105 
2,946 
4,209 
2,105 
4,209 
2,105 
2,946 
4,209 
2,946 
4,209 
4,209 
2,105 
4,209 
2,105 
2,105 
2,946 
4,209 
2,105 
3,367 
5,472 
6.0% 
8.0% 
12.0% 
6.0% 
6.0% 
10.0% 
15.0% 
6.0% 
6.0% 
10.0% 
15.0% 
6.0% 
6.5% 
6.5% 
6.0% 
6.0% 
12.0% 
9.0% 
6.0% 
10.0% 
10.0% 
6.5% 
15.0% 
8.0% 
6.0% 
8.0% 
12.0% 
6.0% 
12.0% 
6.0% 
8.0% 
12.0% 
8.0% 
12.0% 
12.0% 
6.0% 
12.0% 
6.0% 
6.0% 
8.0% 
12.0% 
6.0% 
10.0% 
15.0% 
E D U L E - A t h l e t i c 
Level 
3 
2,525 
3,367 
5,051 
2,525 
2,525 
4,209 
6,314 
2,525 
2,525 
4,209 
6,314 
2,525 
2,736 
2,736 
2,525 
2,525 
5,051 
3,788 
2,525 
4,209 
4,209 
2,736 
6,314 
3,367 
2,525 
3,367 
5,051 
2,525 
5,051 
2,525 
3,367 
5,051 
3,367 
5,051 
5,051 
2,525 
5,051 
2,525 
2,525 
3,367 
5,051 
2,525 
4,209 
6,314 
7.0% 
9.0% 
13.0% 
7.0% 
7.0% 
11.0% 
16.0% 
7.0% 
7.0% 
11.0% 
16.0% 
7.0% 
7.5% 
7.5% 
7.0% 
7.0% 
13.0% 
10.0% 
7.0% 
11.0% 
11.0% 
7.5% 
16.0% 
9.0% 
7.0% 
9.0% 
13.0% 
7.0% 
13.0% 
7.0% 
9.0% 
13.0% 
9.0% 
13.0% 
13.0% 
7.0% 
13.0% 
7.0% 
7.0% 
9.0% 
13.0% 
7.0% 
11.0% 
16.0% 
Level 
3A 
2,946 
3,788 
5,472 
2,946 
2,946 
4,630 
6,735 
2,946 
2,946 
4,630 
6,735 
2,946 
3,157 
3,157 
2,946 
2,946 
5,472 
4,209 
2,946 
4,630 
4,630 
3,157 
6,735 
3,788 
2,946 
3,788 
5,472 
2,946 
5,472 
2,946 
3,788 
5,472 
3,788 
5,472 
5,472 
2,946 
5,472 
2,946 
2,946 
3,788 
5,472 
2,946 
4,630 
6,735 
8.0% 
10.0% 
14.0% 
8.0% 
8.0% 
12.0% 
17.0% 
8.0% 
8.0% 
12.0% 
17.0% 
8.0% 
8.5% 
8.5% 
8.0% 
8.0% 
14.0% 
11.0% 
8.0% 
12.0% 
12.0% 
8.5% 
17.0% 
10.0% 
8.0% 
10.0% 
14.0% 
8.0% 
14.0% 
8.0% 
10.0% 
14.0% 
10.0% 
14.0% 
14.0% 
8.0% 
14.0% 
8.0% 
8.0% 
10.0% 
14.0% 
8.0% 
12.0% 
17.0% 
Level 
3B 
3,367 
4,209 
5,893 
3,367 
3,367 
5,051 
7,155 
3,367 
3,367 
5,051 
7,155 
3,367 
3,578 
3,578 
3,367 
3,367 
5,893 
4,630 
3,367 
5,051 
5,051 
3,578 
7,155 
4,209 
3,367 
4,209 
5,893 
3,367 
5,893 
3,367 
4,209 
5,893 
4,209 
5,893 
5,893 
3,367 
5,893 
3,367 
3,367 
4,209 
5,893 
3,367 
5,051 
7,155 
Actual payments will be limited to 3.5% more than 2011-12 payments. 
Level 1 = 0-1 yrs of experience; Level 2 = 2-5 yrs of experience; Level 3 =6 or more of experience; Level 3A = 10 consecutive yrs 
experience at Groton in the same sport; Level 3B = 15 consecutive yrs of experience at Groton in the same sport. 
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APPENDIX 4 
EXTRA-CURRICULAR PAY SCHEDULE 
Non-Athletic 
Yearbook 
HS Editorial 
HS Business 
MS Memory Book 
Elementary Yearbook 
Student Council 
High School 
Middle School 
Leader's Club 
Class Advisors 
Seniors 
Juniors 
Sophomores 
Freshmen 
Art Show Advisor 
Elementary 
Middle School 
High School 
Honor Society 
Drama Club 
National (HS) 
National Junior (MS) 
i 
High School Director 
Middle School Director 
HS Vocal Director 
HS Orchestra Director 
HS Stage Crew Advisor 
Accompanist 
Ensemble 
Jazz Band 
Clubs 
MS/HS Chorus 
Elem Chorus 
Elem Instrumental 
Elem Vocal 
Show Choir 
High School 
Middle School 
Spanish 
French 
ES Art Club 
HS Art Club 
HS Outing Club 
HS Science Club 
MS Newspaper 
HS Newspaper 
Base Yr 
2008-09 
2,628 
2,628 
838 
838 
2,124 
1,904 
838 
1,880 
1,515 
725 
561 
333 
333 
333 
1,111 
838 
1,938 
838 
838 
838 
838 
821 
821 
1,179 
1,458 
685 
1,032 
659 
838 
838 
838 
838 
838 
838 
838 
838 
2009-10 
2720 
2720 
867 
867 
2198 
1971 
867 
1946 
1568 
750 
581 
345 
345 
345 
1150 
867 
2006 
867 
867 
867 
867 
850 
850 
1220 
1509 
709 
1068 
682 
867 
867 
867 
867 
867 
867 
867 
867 
2010-11 
2815 
2815 
898 
898 
2275 
2040 
898 
2014 
1623 
777 
601 
357 
357 
357 
1190 
898 
2076 
898 
898 
898 
898 
879 
879 
1263 
1562 
734 
1106 
706 
898 
898 
898 
898 
898 
898 
898 
898 
2011-12 
2914 
2914 
929 
929 
2355 
2111 
929 
2084 
1680 
804 
622 
369 
369 
369 
1232 
929 
2149 
929 
929 
929 
929 
910 
910 
1307 
1617 
759 
1144 
731 
929 
929 
929 
929 
929 
929 
929 
929 
2012-13 
3016 
3016 
962 
962 
2437 
2185 
962 
2157 
1738 
832 
644 
382 
382 
382 
1275 
962 
2224 
962 
962 
962 
962 
942 
942 
1353 
1673 
786 
1184 
756 
962 
962 
962 
962 
962 
962 
962 
962 
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Video Graphics 
School Store 
Middle/High School 
Elementary School 
Band 
Marching Band Director 
Pep Band Director 
Chaperones 
Home 
Away 
Announcer 
Fall Athletic Contests * 
Per Event 
Athletic Events 
Football Clock 
Ticket Taker 
Basketball Clock ** 
Basketball Book ** 
836 
838 
838 
1,434 
561 
63 
81 
756 
63 
63 
63 
63 
63 
865 
867 
867 
1484 
581 
65 
84 
782 
65 
65 
65 
65 
65 
896 
898 
898 
1536 
601 
67 
87 
810 
67 
67 
67 
67 
67 
927 
929 
929 
1590 
622 
70 
90 
838 
70 
70 
70 
70 
70 
* maximum of 12 paid events 
** One event includes both JV & Varsity games 
Any person advising more than one activity per year will receive an additional $50 
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APPENDIX 5 
GROTON CENTRAL SCHOOL 
TEACHER LEADER PROPOSAL 
Date Submitted: 
Submitted by: 
Title: 
A. Describe how this teacher leader position will provide ongoing, systemic support for instruction. 
B. What will teachers know and be able to do as a result this teacher leader support? 
C. Who will the teacher leader support? What target group is this designed for? 
D. When will the teacher leader do this work? 
E. Who is the recommended teacher leader for this position? 
( for administrative recommendation only) 
Start Date: End Date: 
Stipend/Time Requested: 
Administrative Supervisor: 
(Reference - GFA Contract, Article VII D) 
Please submit your request to the Superintendent. The Educational Program Committee (EPC) will 
review the request at their next regular meeting. 
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APPENDIX 6 
FORMA 
CLUB ADVISORS 
PROPOSAL/PILOT 
Group Name: 
Advisor: 
Membership: 
Purpose: 
Overview of proposed activities: 
Financial Plan (budget, fundraising ...) 
Approved by Building Principal: 
Approved by EPC: 
Date: 
Date: 
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EXTRA-CURRICULAR ADVISORS 
PROGRAMMING SUMMARY/EVALUATION 
(submitted by June 15th to principal) 
Name: 
Activity: 
Date: 
Number of students participating: 
Number in each grade level: 
Number of boys: 
Number of girls: 
Amount of money raised $ Ending Balance $ 
Key projects or activities: 
Dates meetings or events were held: 
Completed financial responsibilities for extra-curricular activities? 
Are you interested in continuing next year? 
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EVALUATION 
Expectation #1: 
Did the advisor hold a minimum of seven meetings or activities? Yes/No 
Expectation #2: 
Did the club have a minimum of six participants? Yes/No 
Expectation #3: 
Did the club complete one major project, event or performance? Yes/No 
Comments: 
Supervisor Date 
Advisor Date 
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APPENDIX 7 
EXTENDED SEASON COMPENSATION FOR COACHES 
What: A program for compensating coaches who extend their regular sport season into 
Sectionals (beyond the League Championships) 
Who: Varsity Coaches 
When: Beginning in the school year 2009-2010 
There is $2500 set aside for varsity coaches extending their season into sectionals for 
each year. 
Each varsity coach who qualifies for sectionals will get compensated on a weekly basis 
(half weeks will be rounded up). 
Coaches will get paid at the end of the year in June. 
Pay will be determined using the following formula. The number of paid varsity 
coaches that qualify times the number of extra weeks divided by the total money 
amount ($2500) * see example 
Weekly pay is not to exceed $200 
The Athletic Director will discuss extra compensation with the qualifying coach at the 
end of each season to confirm # of weeks. 
The Athletic Director will forward compensation amounts for processing to the Payroll 
Office in June. 
Example: 
Season 
Fall 
Winter 
Sport 
Football 
Cross Country 
Soccer 
Cheerleading 
Basketball 
Wrestling 
Track 
Bowling 
Cheerleading 
Formula: 
23 weeks divided by $2500 - $109 
Extended Weeks 
2 
2 
2 
2 
1 
2 
11 total weeks 
2 
2 
4 
2 
2 
12 total weeks 
per week 
Compensation 
$218 
$218 
$218 
$218 
$109 
$218 
$218 
$218 
$436 
$218 
$218 
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ARTICLE XXXI 
Duration 
This Agreement shall be in effect as of July 1, 2009 and shall continue in effect through June 
30. 2013. 
TRACIE JOHNS 
President of the Association 
BRENpA'W. MYERS, Ed.D. 
Superintendent of Schools 
m 
Dated: /o/*>/<>? Dated: /oj t/o °1 
40 
